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September 30, 1977

Dr. Bert T. King
Office of Naval Research
800 N. Quincy Street
Code 452
Arlington, Virginia 22217

Dear Dr. King:

We are pleased to submit the final report "Exploratory
Development Research of U.S. Navy/Marine Corps Personnel,
Phase 1, Factors Affecting Attrition" prepared under Contract
NO. N00014-76-C-0937.LL

The objectives of the research were to provide the Navy
and the Marine Corps with an up-to-date profile of those en-
listed personnel who leave the Service prior to successfully
completing their first enlistment, as well as to present 'nir-
rent information on factors that are contributing to the attri-
tion.

This report summarizes the results of a survey of approxi-
mately 1,000 first-term enlisted men and 100 non-commissioned
officers in the Navy and Marine Corps. Information about ex-
periences before and after enlisting, attitudes about various
features of the military, and demographic characteristics of
"respondents were obtained.

The survey results were summarized and cross-tabulated
with several key variables. A stepwise-multiple regression
was also used to determine the relative influence of each
variable and the cumulative effect of the variables as a whole.

The analysis of the qualitative results was conducted byDr. James Murphy and Mr. Gerald McConeghy under the direction
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Dr. Bert T. King
September 30, 1977
Page Two

S•! of Dr. Marshall G. Greenberg, a Senior Vice President of Booz,
• Allen & Hamilton Inc., and a recognized authority in mathe-

matical psychology. Dr. Murphy received his Ph.D. degree in
Communications from the Annenberg School of Communications at

Sthe University of Pennsylvania with specialization in the so-
cial psychology of communications and in organizational be-
havior. He has taught courses in research and has had con-
siderable experience in the design and analysis of qualitative
and quantitative research studies. Mr. McConeghy earned his
M.A. degree in Social Psychology at Temple University. At thetime the present project was conducted, he was working on his

doctoral dissertation in the sociology department. His previous
experience at Booz, Allen included several projects incorporatingthe conduct and analysis of individual and group depth iiiterviews,as well as survey research studies. Dr. Greenberg received his
Ph.D. degree in Mathematical Psychology-from the University of
Michigan, and later served on the faculty of the University of
Minnesota teaching statistics and mathematical psychology. He is
currently Vice President of the American Marketing Association,
a member of the editorial boards of the Journal of Marketing Re-
search, Research on Consumer Behavior, and is an Associate Editor
of Management Science. He is also a former Chairman of the sub-
sec-tionon Statistics in Marketing of the American Statistical
Association.

We are confident that this report meets the objectives of
the study and feel that these data will be useful in assisting
the Navy/Marine Corps in developing management options to gain
control of the early attrition problem.

We wish to extend our appreciation for the excellent coopera-
tion extended to our team throughout the course of the assignment.

*, If you should have any questions, please do not hesitate to
call.

Very pruly ya

" 0 • .

BOOZ'ALLEN & HAMILTON Inc.
Francis E. Pearson
Project Engineer

Approvedt

Rhodes Boy in, Jr.
Vice President
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EXECUTIVE SUMMARY

kvI. STUDY OBJECTIVES

This report summarizes the results of a survey of
approximately 1,000 enlisted men and 100 non-commissioned
officers in the Marine Corps and Navy. The survey was
an exploratory researnh project into the causes of non-
academic attrition of first-term enlisted men. The re-
search project aimed at the following objectives:

* Identifying factors, especially military organi-
zational features, that influence attrition.

* Determining if the causes for attrition are the
same for recruits and for men in operational units
(regular duty).

* Determining why some groups, like non-high school
graduates and blacks, have higher rates of attrition
than other groups.

a Comparing the views of attriters and supervisors con-
cerning attrition.

Evaluating the reaction of attriters and supervisors
to suggemted organizational changes aimed at reduc-
ing attrition.

11. A BRIEF OVERVIEW OF METHODOLOGY

I YConfidential personal interviewb were conducted at military
bases by trained civilian women uning a structured ques-
tionnaire. Information about experiences bafore and
after enlisting, attitudes about various features of the
military, and demograph'Lc characteristics of respondents
were obtained. The interviews lasted approximately one
hour.

.......-.



The twelve groups of Navy/Marine Corps enlisted men
.interviewed included recruits and men on regular
duty, both adjusted and attriters,* and supervisors
in edch service. Table 1 is a description of the
respondent groups. In the case of Navy regular dutv
adjusted personnel, considerations outside the. purview
of the contractor precluded obtaining interviews from
personnel currently assigned to operational fleet
units. In lieu thereof, first term enlisted men
undergoing instruction of Naval Schools Command, Great
Lakes, whose priur assignment was aboard ship were
interviewed. These men were asked to respond to the
questionnaire from the viewpoint of their life aboard ship.

The survey results were summarized and cross-tabulated
with several key variables. A stepwise multiple regres-
sion analysis was also used to determine the relative
influence of each variable and the cumulative influence
of several variables. The results presented throughout
the report are formatted in conventional cross-tabulation
type of tables. The more sophisticated multiple regres-
sion is presented in Appendix A. The two presentations
are, of course, consistent.

III. A SUMMARY OF MAJOR FINDINGS

A. General Findings Concerning Attrition

It should be noted that these findings and all
others cited in the report are based on data from
the sample, which was in turn developed within
constraints placed on the number and location of
resnondents. In addition, it should be recognized
that the responses of the attriters are essentially
"exit interviews" of men leaving the service under
adverse conditions. Since these men may have
negative feelings against the organization dis-
charging them, their individual comments regarding
what occurred may not represent totally accurate
accounts of what actually took place in all cases.
Finally, data derived from an opinion or attitude
type survey is by nature subjective. In view of

Adjusted perronnel are generally men who are in con-
formance with service regulatione, Attriters are men who
are in the process of bei.nei disc~arqed for misconduct.

-2-
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this, caution must be exercised in interpreting
without reservation the perceptions of respondents
as objective reality.

It is well recognized, therefore, that the sample
on which this study is based in not the ideal
random sample. The researchers canrot state with
a statistically high level of confidence that
the findings of the study are truly representative
of Navy and Marine Corps personnel in general.
The likelihood is good, however, that the sample
used does reasonably represent the attitudes and
feelings of the groups as a whole. For this reason,
and to facilitate report preparation, findings
are not repeatedly qualified by reference to the
limitations on the sample.

Since this research project is an initial attempt
to obtain current data on first-term enlisted
attrition, the findings can serve as a series of
hypotheses for follow-up studies with larger,
more representative samples. It is in this con-
text that this report has been prepared. The
findings summarized below are drawn from both the
cross tabulations and the multiple regressions.

e Recruits and regular duty men attrite for
different reasons. Recruits are often
unable to cope -- academically, psycholog-
ically, and physically. Attriters from the
fleet do not get what they wanted out of
the service. Tley see no benefit to, and
feel no coligation for remaining in the
service.

* There are many more similarities than
differences between Marine and Navy attriters.
The differences that exist apply principally
to training and work assignments.

9 Attrition from regular duty rarely results
from a single problem or experience. Rather,
it follows from continually increased levels
of dissatisfaction. (See page II-10.)

-3-
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0 Among recruits, attrition usually involves first an
involuntary element and then a voluntary element. Many
recruits inadvertently get into trouble, then after
being reprimanded or punished, they decide they want to
leave the service. Regular duty men usually cause their
own attrition by deliberAte misconduct. (pp II-6,-7)

* Many attriters are salvageable. A large number said
they would be willing to stay if certain changes were
made. About 15% of the attriters would perfer to stay
even under present conditions. (p. 11-3)

Most enlisted men now viow their service comm~itment
as a contract. If they do not receive what they had
expected, they feel justified in not keeping their
contractual obligations. (pp. 11-7, -9)

- Black attriters mhow a higher interest in remaining
in the service than do white attriters.

R- ecruit attriters are more interested in staying than
are regular duty attriters. (P. 11-3)

9 There are high levels of dissatisfaction in both the Navy
and Marine Corps among both attriters and non-attriters. (p. 11-2)
They complain about similar problems. Their experiences in
the service are slightly different. What determines that one
will attrite while the other remains adjusted seems to involve
both a personality characteristic and some minor differences
in the amount of dissatisfying experiences.

- Although the study did not involve the ;t psycho-
graphics (character analysis), there a. data that
indicate attriters tend to be more imp 'id have
more difficulty communicating their nest, problems
in an authoritarian setting.

SDifferences in attrition rates of racial groups are not
accounted for by any one or even a few organizational
variables. Black attriters are not affected differently
than white attriters; rather, they are affected a little
more by each of the many factors causing attrition. (See
Regressions 5 and 6 in Appendix A.)

-4-



• 0 No single organization I factor accounts foramajor portion of attrition. The most important

organizational factors are: Appendix A, pp. A(6),
A(12), A(16), A(20), A(24), A(30).

- Supervisor-enlisted man relationships

- Complaint procedures

"- Regimentation

- Training school attendance

- Job assignment

a Non-military factors, such as inadequate prep-
aration, family problems, and the social life
available are as important, or more important
for regular duty men, than any organizational
factor examined. (Table 21)

e Supervisors and attriters agree on the importance
of several factors in influencing attrition. There
is disagreement between them, however, on the im-
portance of the supervisor's demeanor. The attri-
tore interviewed often said harassment* from super-
visors is a major cause of their dissatisfaotion and
subsequent attrition. Supervisors, on the other
hand, do not believe harassment is an important factor.
(Compare Tables 21 and 33.)

- However, many supetiisors in the fleet do
acknowledge that inadequate supervision and
leadership are a cause of problems. This, theybelieve, results from insufficient leadership
atraining. (p. VI-2)

Supervisors of recruits generally feel their peersS~are adequately trained and perform well. (p. v1-2)

e Supervisors appear receptive to many suggested changes
aimed at reducing attrition. They stress the need for
better recruiting, training, and job assignments.
(Tables 35A and 3 5 BJ

hS a i was a pre-coded response given to
the interviewee.

i -5-



r However, they are not receptive to suggestions
of a positive reinforcement approach, which is
the preference of attriters.

o Counseling programs are not widely used by at-
triters. If counseling is available, most men
are either not aware of it, or they do not consider
it worthwhile. (p. 11-5)

- However, those men who did have counseling
considered it friendly and sincere.

B. Specific Causes

1. Demographic characteristics

0 In the fleet, younger men .have higher rates of
attrition than do their older peers, but among
recruits the younger men have lower rates.
(Table 7) 4

* Blacks are more likely to attrite than whites,
Some of this difference is accounted for by
differences in pre-service factors, such am
family background and pre-enlistment prepara-
tion. (pp. VII-3, -5) •

* Less educated men have higher rates of attrition
in recruit training and in the fleet. (Table 8A)

- Level of educational achievement appears to be
important for three reasons:

e Since many non-high school graduates en-
listed without extended forethought, this
may reflect a personality characteristic
that involves an "impulsive" element.
(p. I1l-B)

* It limits the choice of service occupa-
tion opportunities.

* It is related to the ability to effective-
ly communicate needs and problems. (pp. VII-5, -6)

, Men from small towns have lower attrition rates
than men from large cities. (p. 111-3)

-6-
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a Sailors in the fleet who are married have signifi-
cantly higher attrition rates than their unmarried
pears. In the Marines. marital status is not re-
lated to attrition. (Table 9)

e Although there is no evidence indicating that per-
ceived civilian employment opportunities influence
attrition, attriters are slightly more likely
than adjusted men to have been employed prior to
entering the service. Both attriterm and adjusted
men feel their opportunities for civilian employ-
ment are good. (p. 111-5)

0 Compared to adjusted men, attriters are more
likely to come from a lower socioeconomic
background. (pp. 111-5, -6)

* Even when compared to adjusted men having the
same level of education, attriters appear to be
more deficient in academic skills. (pp. II-6, -7)

)} - About 21% of recruit attriters but only 2%
of recruit adjusted have difficulty reading.

a Pre-service arrests are more common among attri-
tars (27% vs 19%). (p. 111-7)

2. Pre-service preparation

a Adequate planning and preparation for the service
is a very important factor differentiating attri-
term and adjusted men.

- Attriters are much more likely to enlist im-
pulsively. Most do not give more than a month
of forethought to their decision. (p. 111-8)

- Compared to adjusted men, attritera receive
leos information from recruiters about what
to expect in the service. (p. ii-11)

-7-
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a Men who participate in the Delayed Enlist-
ment Plan are loss likely to attrite than non-
participants. This is true regardless of the
amount of forethought to enlistinq, or the
level of school completed. (p. 111-9)

S Men who enlist on the Buddy Plan are less likely
tO attrite during recruit training. (p. III-10)

* Attriters are more likely than adjusted men to
say they were unsure at the time of enlistment
whether they woiald complete their enlistment. (p. 11-10)

9 Attriters and adjusted men have similar reasons
for enlisting. To learn a skill or trade is
the primary reason given by both. (See Table 17)

0 There is no difference between adjusted and at-
triters in the encouragement to enlist that they
received from family and friends. (p. 111-9)

3. organizational factors

a The factor cited most often by attriters as a cause
,of dissatistaction and attrition is supervisors'
behavior. (See Table 19)

- Harassment, frequent criticism, false accu-
sations, and favoritism are the most fre-
quent complaints about supervisors. (p. IV-9)

-Complaints are usually directed at NCO's, i
rather than officers.

Most attriters feel the military system for ex-
pressing complaint, about their supervisors does
not work satisfactorily. They feel the system is
biased toward career men and also discriminates
against enlisted men. (pp. IV-10, -11)

- Most men, but especially attriters, feel it
would be useless to complain about the miscon-
duct of a supervisor. (p. IV-ll)

"-8- r



2Most attriters would prefer to take their problems' and complaints directly to a commanding of-
ficer rather than use the chain of command.
(See Table 23A)

- This perception of an unfair system for ex-
pressing complaints frequently provides at-
triters with their justification for attriting.

* Among adjusted men, regimentation causes more
dissatisfaction for men in the fleet than for re-
cruits. Among attriters there was no difference
between recruits and men in the fleet on the im-
portance of regimentation. (See Table 18)

0 The recruit training program causes problems for
many recruits because they are not prepared for
it. The features of recruit training causing the
most dissatisfaction and leading most often to
attrition are: (See Table 21)

I, •- Fast pace

- Regimentation for what is perceived as trivi-S~ial matters

- Supervisors' behavior and attitudes

- Change in attitude toward the service
- Classroom pressures (in the Navy)

e PhysLcal training, strict rules of authority, and

having personal requests denied cause some dis-
satisfaction but were usually not enough to lead toattrition. ,

0 Among marines, men who attend a training school
are less likely to attrite than men who do not. (I.. IV-14)'

- Not receiviiig the training that was expected
or promised is a frequent cause of dissatin-
faction and attrition among sailors. (See Table 21)

0 Attending a "Class A" school in the Navy
apparently does not affect likelihood of
attriting. (p. IV-13)

-9-



- Attriters, more often than adjusted men,
are dirssatisfied with the school trmin~ng
they received, but this, in itself, is rare-
ly a primary reason for attriting. (p. IV-15)

e Dissatisfaction with duty assignment is not usual-
ly a cause of attrition. (p. IV-16)

The duty assignment experiences and work
schedules of attriters and adjusted men
are similar. (See Table 27)

Concerning the effect on satisfaction, the
most important aspect of a duty assignment
is the surez visor's attitude. (Seo Table 19)

Married atte4ters in the Navy frequently
report their attrition is caused, at least
in part, by being at sea too often. (P, V-4)

a The only group that expressee strong dissatisfac-
tion with rank and pay is regular duty Marines,
but they do not mention this as a reason for
attriting. (pp. IV-19, -20)

I! e Attriters, as well as adjusted men, feel that
medical care is important, and satisfaction with
this is generally high. (p. IV-20)

* Interpersonal conflicts with other enlisted men
are not a major cause of dissatisfaction or
attrition. (p. IV-21)

e Administrative problems, such as not receiving
proper pay, are only occasionally cited as causes
of attrition. (pp. IV-21, -22)

4. Non-military factors

a Family problems are a major cause of attrition in the
fleet. This includes problems with wife as well an
problems with parents and siblings. (p. V-1)

-10-



- Many attriters said they went AWOT, to
assist their family in an emergency
situation. (pp. V-i, -2)

9 According to the men interviewed, most spouses and
girlfriends are not favorable toward the service, .

and many attriteru said their spouses or girl-friends encouraged them to try to leave the ser-
vice. (p. V-3)

* The social life available around the base or
in the service generally is a cause of great
disappointment for most men. However, this
is not often an immediate cause of attrition. IV-21)

a Alcohol or drugs art involved in about one
out of six oases of attrition. (p. V-7)

C. Factors Differentiating Attriters and Adjusted Men in
~ch Sement

Results in this section are based on the stepwise multiple
regression analysis. For each sample segment, the three or
four variables that have the largest independent effect in

•.:.:differentiating between adjusted man and attriters are pro-
sented. The cumulative percentage of variance accounted fmr
by these variables is also listed. This figure reflects the
percentage of the total variation in attrition that is related
to the variables extracted in the regression.

i

-11
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1. Marine Recruits

Factors Differentiating Cumulative VarianceAdjusted Men and. Attriters Accounted For

a Attriters more often believe that
if they complain about misconduct
of a drill instructor, they them- .12
solves would be harassed and nothing
would happen to the drill instructor

o Attriters les, often participate in
the delayed enlistment program .16

9 Attriters less often have fathers who
are employed in higher level occupa-, .20
tional positions such as managers

2. Marine Regular Duty

?actors Differentiating Cumulative Variance
AdJusted Men and Attriter- Accounted For

9 Attriters are less educated .09

9 Attriters more often believe they
would be harassed if they complained .16

* Attritere lose often attend training
school .20

o Attriters less often participate
in the delayed enlistment program .23

-12-



3. Navy Recruits

Factors Differentiating Cumulative Variance
Adjusted Men and Attriters Accounted For

* Attriters more often believe they'
would be harAssed if they complained .33

e Attriters less often sign up for a
traininig school .45

0 Attritnsr loes often participate in
delayed enlistment program .50

a Attritolrs more often have reading
difficulty .53

4. NavyReqular Duty

Pactors Differentiating Cumulative Variance
Adjusted Men and Attriters Accounted For

e Attriterm give less forethought
to enlisting .12

0 Attritere more often believe theywould be harassed if they complain .20

* Attriters are leos educated .25

e Attriters are more often married .27
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IV. RECOMMENDATIONS FOR FURTHER RESEARCH

The study clearly indicates a connection between a num-
ber of organizational factors and attrition. During the
study, however, certain other factors which appear to be
tied to attrition came to light. These issues could not
be examined further since they are outside the scope of the
study. Since their relationship to the attrition problem
is evident, it seems that further research into these
factors would be productive in the construction of a data
base from which the Navy can develop management options to
gain control of the early attrition problem. These areas
recommended for further study are outlined below.

* The study indicates that many first-term enlisted
personnel consider the information they received
from the recruiter about prospects for personal
success in the Navy/Marine Corps environment to be
incomplete and/or misleading. They also say that
they were inadequately prepared for the rigorous
training and discipline they encountered during
recruit training. In some cases, the serviceman
believes that a breach of promise was made. He
therefore feels this is sufficient moral justifica-
tion for not completing his obligated service.

The current recruit information and orientation
programs should be ulosely examined to determine
exactly what information and/or impression are
being conveyed.

a Approximately 60 to 70 percent of the attriters inter-
viewed did not receive counseling when the difficulties
which led to their attrition first arose. Of this
group, nearly half feel counseling would have been
helpful.

Research should be conducted into the availability,
administration, and use of counseling programs.
Specifically, the differences in the type and
amount of proyrams between the units with low
attrition rates and those with high rates should
be compared.

-14-
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- The research should include an analysis of the
attitudes of men subsequent to receiving
counselizig to determine the effectiveness of
counseling relative. to reducing early attrition.

0 •The Navy and Marine Corps do not currently maintainspecific and readily available data banks of informa-

tion on attriters relative to both the perceptions of
the individual and his supervinors as co the root cause
of hib early attrition. This information would be help-
ful in developing management options to gain control
of the early attrition problem.

- A standardized questionnaire should be developed
and administered to attviters who are about to
be separated from the service as part of the
exit procedure. The questionnaire should inquire
into the causes of the attrition and what both
the attriter and his supervisor feel might have
been done to preclude his attrition.

- The data from the questionnaire should then be
compiled and summarized to indicate common areas
of difficulty, etc.

a The study clearly indicates that conflicts with NCO
supervisory personnel contribute to first-term early
attrition. What are commonly identified as personality
conflicts frequently involve disagreements over values,
goals, and eapecially, norms.

-Research should be conducted to determine the
sources of the conflicts, their cognitive elements,
and the perceptions of both groups as to appro-
priate methods of resolution.

e The study indicates that in many instances the inabil-
ity of the serviceman to effectively communicate his
needs or problems to his supervisor/instructor is a
catalyst to the attrition procers.

-'The issue of the communication gap between xervice-
men and their supervisors should be studied further
to determine exactly what types of communication
problems exist. Are the men afraid to express their

,, -15-
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problems/questions? Are they overly aggressive in
their relationships with authority figures? Are
the supervisors themselves open to listening to
problems and questions?

- Once the specific problem areas have been
ascertained, an approach to tailoring a communica-
tion workshop specifically to the needs of the
people involved should be researched.

, Attriters, both married and unmarried, frequently
"feel that resolving family financial problems takes
priority over their obligation to complete their
enlistment.

Research should be conducted to determine how
1' Iadjusted men with similar problems handle their

finances.

In addition, counseling programs should be eval-
"uated in terms of their ability to help both the

.. 1 serviceman and his spouse when financial problems
arise.
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I. INTRODUCTION

A. Objectives

In recent years there has been a significant increase
in the number of Marine and Navy first-term enlisted
men leaving the service for nonacademic reasons prior
to successfully completing their enlistment. This
increased attrition has implications for both defense
costs and the combat readiness of the Marine and Naval
forces. In an effort to determine the causes for this
increased attrition, as well as outline steps neces-
sary to reverse this trend, the Office of Naval Re-
search (ONR) has authorized several studies on the
matter.

This study is an initial attempt to obtain current
data on attrition not related to academic or medical
deficiencies. More specifically, its focus is on identi-
fying the military organizational factors that may affect
attrition. This selective focus does not mean that it
was assumed at the outset of the study that organizational
factors are the most important influence on attrition.

0 •jt Rather, the concentration on organizational features is
an attempt to cover one aspect of military life as
thoroughly as possible.

Even though the study has attempted to cover most aspects
of Navy and Marine Corps organizations, it is not the
goal of the study to provide a definitive measure of
the effect of each factor. Survey limitations in terms
of time, number of respondents, geographical locations*
and the absence of fleet personnel in the regular duty

Interviews were conducted at one of three Navy Recruit
Training Centers, one of two Marine RTC's and one of
three Fleet Marine Force locations.
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adjusted Navy sample* make this unrealistic. in
addition, the highly subjective nature of data ob-
tained in an opinion or attitude survey dictates
extreme caution in interpreting without reservations
the perceptions of respondents as objective reality.

It is well recognized, therefore, that the sample on
which the study is based is not the ideal random
sample. The researchers cannot state with a statis-
tically high degree of confidence that the findings
of the study are truly representative of Navy and
Marine Corp. perRonnel in general. The likelihood
is good, however, that the sample used does reasonably
represent the groups as a whole. For this reason,
and to facilitate report preparation, findings are
not repeatedly qualified by reference to limitations
of the sample.

The goal of the study is to obtain current data on
attrition leading to the development of a series of
hypotheses which can be researched with larger and
more representative samples. The data from these
follow-up studies can then be incorporated into a
conceptual framework or model of attrition which, in
conjunction with other factors affecting attrition,
can be used to monitor, test, and evaluate alternative
manpower policies and practices. This is the context
in which this report has been prepared.

The specific research questions that have guided the
direction of this study are as followsa

"For regular duty adjusted Navy respondees survey
limitations required, in lieu of shipboard personnel,
the use of students at Service Schools Command Great
Lakes whose prior assignment had been with a fleet
operational unit. These personnel were asked to. res-
pond to the questionnaire in terms of their shipbo'ar&*
life. They are included with those Navy and Marine Corps�
personnel serving, or in the case of attriters, having
served in operational units, i.e., "the fleet".

1-2
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e Which organizational features affect attrition? The
first step necessary in understandI n he causes and
remedies for attrition is to identify the factors
affecting attrition. Since the effect of theme factors
may or may not be known to the attriters, it is necessary
to investigate not only attriters' perceptions of
attrition causes, but also experiential and situational
factors correlated with attrition.

• In addition to identifying factors directly related to
attrition, it is also necessary to search for factors
that may intervene in the process but not appear as
directly related to attrition. This applies especially
to factors that may cause dissatisfaction or loss of
morale. The 1irpose of this strategy is to determine
if certain factors function to produce higher attrition
risks while other factors serve as immediate causes of
attrition for men in these risk categories.

* What is the relative effect of organizational featurescompared to the efaect of noln-Mitary factors? To'
determine the magnitude of the organizational factors'
contribution to attrition it is necessary to identify
other causes of attrition and measure their effect.
This indicates the relative importance of organizational
factors. It also provides some basis for determining the
extent of attrition reduction that could be made possible
by instituting changes in organizational features.

a Why do these features affect attrition? Once the organiza-
tional features affecting atrition have been identified, it
is worthwhile to try to understand why they have this effect.
The emphasis here is on identifying how attriters perceive
these features. This information shows if changes in orga-
nizational regulations and policies are needed, or if, in
fact, the need is merely to enforce or implement existing
regulations and policies.

e How are different groups affected !U the various organ-
aialional features? current literature on attrition

indicates that-minorities and non-high school graduates
have higher rates of attrition. It is important to know
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if these groups are affected more intensely by each
of the many causes of attrition, or if, on the other
hand, there are one or a few causes that have a more
pronounced effect on these groups.

In addition to race and education, other group vari-
ations examined include age, socioeconomic status,
the current stage of service, and, of course, the
branch of the service.

* What organizational changes would reduce attrition?
Simply because a factor is perceived as a cause of
attrition does not necessarily mean attrition can be
reduced by changing that factor. Such a change could
possibly cause discontentment and attrition among men
who were originally satisfied with the feature. On the
other hand, it is possible that changes in a factor not
directly related to attrition may compensate for the
dissatisfaction caused by another factor; for example, per-
haps men would be willing to make a trade-off and be
more tolerant of undesirable features if their benefits
were increased.

Thus, it is important to investigate the expected effect
on attrition of changes in several factors, or several
combination@ of factors.

The principal organizational factors examined in this
study include:

* Regimentation, leadership and military discipline system

e Training programs

a Duty assignments

* Pay, rank and medical care

* Interpersonal relations

a Administrative problems

K 1-4
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The principal non-military factors examined in this
study include:

* Pre-service preparation

0 Influence of family and friends

0 Social life

*Employment and educational opportunities

0 Drugs and alcohol

The importance of these factors was measured in several
ways. First, the importance of just having experienced
a factor was examined. For instance, each respondent was
asked if he attended a training school. Rates of at-
trition are then correlated with training school attendance.

y).J Secondly, men were asked what their aspirations, expecta-
tions, and perceived opportunities or b~nefits are con-
earning each factor. Vor example, men were asked if they
had attached a great deal of importance to attending a
training school before they entered and what they expectad
to benefit from this training. Then those who did atteiid
were asked if their training school experionqe met their
aspirations and expectations. This iftormation provided
an indication of what may cause dismatisfeition as well
as attrition,

Thirdly, measures of satisfaction were obtained. These
measures apply to overall satisfaction with the merviue,
as well as satisfactions with individual organizational
features. By correlating theme measures to attrition,
assumptions can be made as to whether attrition reuults
from accumulated dissatisfactions or if it is independent
of dissatisfaction.

Finally, attriters were asked to identify what they
consider the immediate and remote causes of their
attrition. These perceived causes are then related
to the other measures to determine if causes of at-
trition are fully recognized by the attriters or if
there might be underlying unconscious elements involved.

•I 1-5
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In addition to the data about causes of dissatisfaction
and attrition gathered from enlisted men, supervisors
were also asked their viewe about the causes and
remedies for attrition. This information can serve
three purposes. First, it may provide a measure of
lower level supervisory personnel's awareness of the
causes of attrition. Secondly, it could indicate the
degree of congruity between enlisted men's and super-
visors' perceptions of dissatisfaction and attrition
causes. Thirdly, it should give an indication of which
organizational changes would be readily accepted, and
which would be resisted by supervimors.

One additional objective of the study is to obtain a
description of the attrition process. This involves
determining how a man tries to alleviate his problems,
how he views his alternatives, whom he consults and
how he evaluates consultation he receives. Understand-
ing the attrition process also entails identifying
what percent of the men are attrited voluntarily and
what percent would prefer to remain in the service.

. .
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B. Methodology

The data gathering method used in this research was
personal interviews employing a structured questionnaire.
The interviews were conducted by middle-aged women
who were personally trained by Boos, Allen's field
staff. All respondents were guaranteed anonymity, so
no name, serial number, unit, rank, or other identifying
information was asked.

Research pesign

The research design was developed to determine if
causes of attrition have similar impach on men
in various situations. The design includes
three principal components. First, both attriters
and adjusted men were interviewed.* This was an
attempt to create a simple experimental design by
asking each group what experiences they had. The
retrospective attitudes of each group were also measured.
Secondly, men at the recruit stage and the regular

14 duty stage (in the fleet) were questioned to deter-
mine if men in the fleet attrite for different
reasons than men at the recruit stage. Thirdly,
because of a need to tap experiences unique to each
group, marines and sailors were administered question-
naires that were slightly different. Thus, the research
design involved eight separate groups of first-term
enlisted men. Twice as many attriters as adjusted

F men were interviewed because of the need to get suf-
ficient information on the attrition process. The
ratio of men in the fleet to recruits interviewed
is two to one because of the need to provide an ade-
quate number of cases who had experienced each or-
ganizational factor.

Four groups of supervisors were also interviewed.
Recruit and regular duty supervisors from each branch
of the service were asked questions relevant to the
situation of their men.

Attriters interviewed are men in the process of
being discharged for misconduct. The adjusted groups
consist of men who are in general conformity with ser-
vice regulations. They represent, in essence, the
average marine or ilailor.

1-7
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Table I contains a list of the twelve different groups
interviewed.

Table .

Decription of Respondent Grouwn

version Group Location Number

1 Marine Recruit Adjusted Parris island 50
2 Marine Recruit Attriters Parris island 100
3 Marine Regular Duty Camp Lejeune 100 ",

Adjusted
4 Marine Regular Duty Camp Lejeune

Attriters 201
5 Navy Recruit Adjusted Great Lakes

Recruit Training 60
6 Navy Recruit Attriters Great Lakes

Recruit Training 120
7 Navy Regular Duty Great Lakes

Adjusted Service Schools
Command 120

8 Navy Regular Duty Great Lakes T.P.U./
"Attriters Norfolk Separation

Station 244
9 Marine Recruit Parris island 15

Supervisors

10 Marine Regular Duty Parris island 35
supervisors

11 Navy Recruit Supervisors Great Lakes Recruit
Training 20

12 Navy Regular Duty Great Lakes
Supervisors Service Schools

Command 40

Total Enlisted Men 995

Total Supervisors 110

!: I -
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Questionnaire

The questionnaires consisted of both open-ended questions and
questions with pro-coded answers. The open-ended type of
questions consisted of a general question such as "What has
happened that is causinq you to be attrited?", which would be
followed up by intervicwer probes such as "What do you mean
"by that?", "When did that first happen?"* eta. Theme questions
with follow-up probes often elicited several pages of narrative
information for one respondent.

The information obtained from these open-ended questions
serves several purposes. First, it provides a wealth of
illustrative descriptive data, especially concerning the
sequence of events preceding attrition. It also serves
am the basis for additional quantitative analysis. Booz, Allen
coding department staff coded the responses into several
categories, some of which were not measured anywhere else
in the questionnaire. These categories were then correlated
with other factors to give an indication of their relative
importance. The open-ended questions also enable the
attriter to completely "tell his side of the story."

Most of the pre-coded questions consisted of simple choice
answers such as "yes-no" or "agrea-disagree", but some also
involved the respondent's providing a relative assessment of
several factors. For this type of question, respondents
were given a list of the factors along with the possible
answer categories from which they were to choose.

Questionnaires were formatted chronologically. That is,
the first series of questions pertained to pre-service
preparationi the next series, to experiences in re-
cruit trainingi and the final series, to experiences
while in the fleet. Attriters were given an addi-
tional set of questions that referred to the prob-
lame and experiences encountered that were leading to
their attrition. Questions on demographic characteristics
were at the end of each questionnaire.

For each organizational factor, there were questions about
the respondents' expectations and aspirations for, ex-
periences with and evaluation of, that factor. Recruits
were asked what their expectations were for aspects of
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fleet duty prior to entering the service. Regular duty
men were asked what their expectations had been. Attriters,
expecially recruit attriters, were asked conditional ques-
tions such as, "If you had stayed in the service,....'

Questions were also designed to determine in what manner
organisational factors exert their influence. Respondents
were asked how satisfied they are with each factor, and
if problems related to this factor are a primary cause of
attrition.

Analysis

The information gathered in the interviews was subjected
to three types of analysis. First, a qualitative analysis
was made of the open-ended questions. This provided in-
formation on the processes, -which was useful for clarifying
and complementing results from the pre-coded questions.

Secondly, responses to all questions were summarized for
each respondent segment. in addition, within each segment
every response item was cross-tabulated by four dichotomized
variables: race, time in service, education and satisfaction
level.

Thirdly, a stepwise multiple regression analysis using at-
trition as the dependent ,viriable was performed on recruits
and regular duty men in each branch of the service. On
the average, about 20 independent variables were included
in each regression. This analysis included an intercorrela-
tion matrix, the proportion of variance explained by each
independent variable, and the total proportion of variance
explained byall the variables in the regression. Tests of
significance (F-test) were also run on these regression
equations, The regression analysis results are presented in
Appendix A.

C. Sampling Procedures

The original sample design included a random sample from each
of the twelve groups. Unfortunately, time constraints and
logistical problems made it impossible to obtain a random
sample from each group. Instead, respondents from five
groups were randomly selected, and respondents from the
other seven groups were obtained on an availability basis.
These latter samples are designated quota samples.
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All groups of attriters were quota samples. There were
not enough attriters available in the scheduled time!; ' Jperiod to enable a random selection. Instead, every

available attriter leaving the service at the inter-
viewing stations during the interviewinq period (ap-
proximately four weeks -- from the last week in August
to the third week in September) was interviewed. How-
ever, there is no reason to suspect these attriters
are atypical of attriters in general.

Marine adjusted men were randomly sampled. Recruits
were obtained through use of random laundry numbers
and regular duty men were randomly selected from the
personnel files at Commandant Headquarters.

Navy adjusted men were obtained in quota samples since
it was not p2 .uible to use random sampling procedures
at the time. Recruit adjusted were obtained from
companies in the fifth week of training, their service
week. The men selected met two criteria -- they were
not in apparent danger of attriting and they were not
disciplinary problems. Hence, this group by definition
constituted a "more adjusted" group than Marine recruit
adjusted men.

Respondents in the supervisor sample were E-6's to E-91s
who had supervisory experience. Generally, the super-
visors were sampled from the same units as the adjusted
men.

D, Plan of the Report

This report is divided into seven chapters.

The following chapter provides an overview of the inter-
related features of dissatisfaction and the attrition pro-
cess. This involves first, a description of the extent
of dissatisfaction and then a description of how men try
to cope with their pQblems. This chapter also looks at
attriters' attitudes toward receiving a loes than honorable
discharge.

r- e footnoe page 1-2
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In Chapter III the influence of background charac-
teristics on attrition is examined. This includes
demographic characteristics suuh as age, race, educa-
tion, and socioeconomic status. The amount and type
of pre-service preparation, such as meetings with re-
cruiters or forethought to joining, is also examined
for its effect on attrition. The third feature
examined in this chapter is the respondents' reasons
for enlisting, including "push" as well as "pull"
factors.

The fourth chapter is the most important and most
inclusive part of the report. The major organizational
features are examined in detail here. Several aspects
of each feature are scrutinized.

Chapter V discusses the influence of factors unrelated
to the military organization that might affect a man
while he is in the military. The interactions between
these factors and organizational factors are e:!am-
ined.

Chapter VI presents supervisors' opinions about causes
of attrition, and their recommendations for curtailing
attrition rates.

Following this, Chapter VII attempts to summarize the
effects of various factors on each of the major seg-
ments. Variations by race and education are also in-
cluded in this summary.

Appendix A Vresents the results of the multiple
regression analysis. This includen a listing of var-
iables used in the regression, the correlation coef-
ficient (R2 ) between each variable and attrition, cor-
responding F scores and level of significance.

'wo questionnaire versions are also included in
A*)endix B. Version 8 questionnaire, used for the Navy
regular duty attriters, is only slightly different than
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Version 4, the one used for Marine regular duty at-
triters. Most questions asked of recruits and regular
duty adjusted men are contained in this questionnaire.
Version 9, used for Marine recruit supervisors, is
provided as an example of the type of questionnaire
used for supervisors.

Tables

Most tables in this paper present results in percentages.
Unless otherwise noted, the number of respondents
involved is the number of that group listed in Table 1.

When data are presented in combined form for several
groups this indicates the differences between the groups
are small. For instance, if a figure is presented for
all Navy attriters this indicates that Navy recruit
attriters have characteristics or responses similar
to Navy regular duty men on the issue.

In interpreting the tables, the research attempts to
comment upon and highlight those relationships in the data
that appear to be of practical interest and worthy of fur-
ther consideration. Statistical tests were not conducted
upon these tabulatibns for the following three reasons:

* The study was exploratory in nature and com-
bined both a qualitative and quantitative com-
ponent. The report attempts to integrate these
components by examining all of the data for con-
sistency and attempting to form a cohesive set
of hypotheses and recommendations. Consequently,
the implications of any given table or portion
of the data may depend more on its relationship
to the overall pattern of results than on th.
statistical significance of the table as an
isolated entity.

* In most instances, it is the practical signifi-
cance rather than the statistical ig-nlficance
of a relationship or a difference that naeds
to be addressed. While the former may depend
upon the predispositions of tne peader, it is a
fact of life with which applied research
must contend. When summary statistics are de-
rived from large samples, as are many of the
data in the present study, relatively weak and
unimportant relationships can achieve statisti-
cal significance.
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e Most statistical tests, even those of the non-
parametric variety (that make minimal assumptions
about the nature and form of underlying distri-

N9 butions) are firmly rooted in the concept of ran-
dom sampling. The application of such tests to
data from a non-probability sample would be in-
appropriate and would imply a level of precision
in measuring the generalizability of sample results
that could not be defended. The methodology of
the study is clearly presented including the fact
that data were collected from a nonprobability
sample. The reader must judge# in the context of
this exploratory study, the extent to which the
resulting data support the hypotheses and conclusions 'J
that are drawn.

VC)
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I1. OVERVIEW OF DISSATISFACTION AND THE ATTRITION PROCESS

Survey responses indicate that in most of the cases attrition
represents the culmination of steadily increasing dissatis-
faction with military life. This chapter examines the levels
of dissatisfaction existing among adjusted men aiid attriters
at each stage of their service. it also examines how men
attempt to alleviate their dissatisfaction and avoid or hasten
their attrition. Later chapters attempt to identify and
measure factors causing dissatisfaction and attritiont this
chapter specifically describes how enlisted men in the sample
handled their dissatisfaction and impending attrition.

A. Extent of Dissatisfaction

Dissatisfaction among the various groups was measured
in different ways. Recruits were asked to rate their
satisfaction on a four-point scale from very satisfied
to very dissatisfied. Adjusted recruits were also,I: :asked if they expect to complete their enlistment.
Regular duty men were ask:ed how satisfied they had
been at the completion of recruit training, and whether

. Lthey would have accepted a discharge at that time if
1' •Ithey had been offered one as part of a manpower cut-

back. Adjusted men in the fleet were also asked if
they would accept a discharge now if offered. At-
triters were asked whether they would prefer to stay
in the service or be discharged if they now had that
option. In addition, all men in the fleut were asked
to rate their satisfaction with each organizational
feature. (These results, however, are presented in-
dividually throughout the report where the respective
features are examined.)

tV The responses to theme question provide some interesting
results, which are presented below.

As expected, attriters are more often dissatisfied with
the service than are adjusted men. Among recruits in the

V Marines, 14% of the adjusted men said they are dissatisfied,
compared to about 53% of attriters. Among recruits in the
Navy, 71% of the attriters w*ere dissatisfied. (Only 7%
of the adjusted recruits were dissatisfied, but it should
be remembered that men in this group were selected because
they were apparently well adjusted.

Among man in the fleet, about 57% of adjusted would accept
V Va discharge if it was offered to them as part of a man-

power cutback and about 85% of attriters would prefer to
be discharged even if they had a choice.



The difference between adjusted men and attriters is moreFi pronounced among recruits for two reasons. First, few
adjusted recruits, but many adjusted men in the fleet,
are dissatisfied. Secondly, recruit attritirs more
often consider themselves, and not the service, as the
source of the problem. Hence, if they are dissatisfied,
it is with themselves because of their inability to
adjust, rather than with the service.

Among recruits, dissatisfaction appears to be higher inKthe Navy, but in the operational units, differences between
thmarines and Navy are min.irjal. Even though NAVY ad-
Juste3 recruits were more select-ve respondents than their
Marine counterparts -- and hence expressed more satisfac-
tion -- other evidence indicates dissatisfaction is higher
for Navy recruits. For instance, more Navy th•a Marine
recruit attriters maid they are dissatisfied, and more
regular duty sailors than marines said they were dissatis-
fied at the completion of recruit training. In the fleet,
however, Marine adjusted men and attriters are slightly
more willing to accept a discharge than their Navy counter-
parts. These results are presented in Table 2.

Table 2
Expressions of Dissatisfaction

M¶arine _avy

7 usiXitriter- s~rted Attr iters
Recruits dis-satisfied 14% 53% 7%* 71%

Men in fleet who
were dissatisfied
at end of recruit
training 14% 31% 38% 32%
Men in fleet less
than 18 months who
would prefer to bedischarged 71% 88% 68% 92%

Men in fleet 18
months or over who
would prefer to be
discharged 56% 80% 41% 79%

* This figure is underestimated because of sampling
bias. The Navy adjusted recruits represent well
adjusted recruits rather than typical recruits. If
it were assumed that rates in the Navy follow the
same trend as rates in the Marines then the best
estimate of the true percentage for this group would
be about 38%.
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Rates of dissatisfaction are highest among men who ho.ve
been in the service less than 18 months. As the data-
in Table 2 indicate, this is trueo Foradjusted and at-
triters in both branches of the service. Some reasons
for this trend are related to the military while others
are not. For instance, men in the service less than
18 months more often complain about their training, job
assignment, social life and lack of travel opportunities.
They are less likely to have carp and less likely to have
been on a cruise. In effect, they are more often dim-
appointed and bored, and feel isolated in their present
Situation.

Men in the service 18 months or longer are more likely to
be married, and hence dissatisfied because they are not
with their dependents. This is especially true fo; sailors.
The only organizational factors that seasoned servicemen
complain about more than younger men are supervisors'
attitudes and harassment.* They apparently feel that
they have reached a point in their military career when
they should no longer be subjected to the *ams authority
patterns that are used to regulate younger men. One
Navy attriter who had completed three and a half years of
service expressed it this way.

"I'm fed up with it now. When I first enlisted I
tried to put up with them (supervisors). As time
went on the difference of treatment between officers
and enlisted men really bothered me."

About 16% of men being attrited would pgrefer to remain in
the service. Recruit attriters in both branches are-more
lifely than attriters in the fleet to say they would prefer
to stay in the service if they had the choice. Another
indication of recruits'desire to stay is the fact that
only 15% acid they would not stay no matter what changes
were made in the service. Thirty-three percent (33%) of
the regular duty attriters interviewed took this position.

Most attriters said they had mixed feelings throughout
their service careers about wanting to be diboharged.
In other words, there had been good times and bad times
for most attriters. A much smaller number, about 18%,
said they have wanted to be discharged since training.
The results of the question "Have you always wanted
to get out, always wanted to stay, or felt both ways
sometimes?" appear in Table 3.

The term '"harassment" was a pro-coded response given to
the interviewee.
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Tabe 3
Attriters' Desire for Dischargai

Recruit Attriters Regular Duty Attriters
Attitude Main Man Navy

Always wanted
discharge 14% 24% 14

Always wanted
to stay is% 21% 71 111

Had mixed feelings 71% G1s 68% 75%

Total 100 lUO 99 100
N (100) (120) (201) (244)

B. Counseling Received by Attritsrs

This section examines the extent of counseling and advice,
both formal and informal, received by attritere prior
to their attrition. Attritera' perceptions of the value,
or potentiorial value, of this counseling are also examined.

A isbl nmbr fattriters, esei lymrie in
't let as. -hei superiore to help thm leave the
service. ADOUt 30% Of Navy and MarIne recruit ITtMrs.rs
as)g for this type of assistance, while in the fleet 58%
of Marines and only 20% of Navy men ask for it. The
reason for the large difference between sailors and
marines in the fleet is not known.

It was not feasible to determine at what point in the
attrition process most of these requaests are made.
0 ome respondents admitted making the request. for the
first time only after returning to the base from being absent
without leave (AWOL) . others, however, said they tried to obtain a
discharqe first, and then after being refused# went on
unauthorixsd ab~iince (UA). One third (33%) of Navy attriteru
in the fleet &-ec 23% of their Marine counterparts na~id
their prr-7kN1~mm ramulted from an act they committed after
',ý,inq doni-,.i P :-equest. Sincie most of these requests

,~-efoý ý.n.lngo other than a discharge# it appearni that
only abt'ut 10% of attriters in the fleet go UA or vio-

3aesome other regulation because they are denied a
discharge.
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Approximately 7% of Marine and Navy attriters in the
fleet said their superiors encouraged them to try to
obtain a discharge from the service. A slightly smaller
percentage of recruits, about 4%, said they were en-
couraged by a superior to seek a discharge. Thus,
very few men are leaving the service because they are
encouraged by their superiors to do so.

Approximately one out of three attriters said they
received counseling for their problems. All attroterm
weare asked if, when their problems with the Marines/Navy
first occurred, they received advice or oounselinq from
any sergeants/patty officers or officers. There is
not much difference in responses among the severalgroups. The results are presented in Table 4.

Table 4
Percent of Attriters Receiving Counseling

Marines Na
Recruits
Regular Duty 34% 41%

Of the attriters who received counseling or advice,
about 40% said they had requested it themselves, while
the other 60% said it had been unsolicited. Theme men
were also asked how they regard the counseling received;
that is, do they consider it friendly and sincere, or cold
and impersonal. Overall, about two out of three men said
it was friendly. During the interviews, recruits were
slightly more likely than men in the fleet to say they
wore offered counseling and that it was friendly.

The reader should be aware that the figures just noted
are percentages of percentages, and although the counsel-
ing that is administered is generally favorably re-
ceived, the giving of counsel and advice to men with
adjustment problems is the exception rather than the
rule. For instance, of all attriters combined, the
percentage that received what they considered to be friendly
counseling is only about 25%. The percentage that received
friendly counseling without first requesting it is only 16%.

This pessimistic conclusion concerning the utilimation
of counseling must be viewed with some caution because
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adjusted men were not asked specifically about their
experiences with counseling programs. It is, of course,
possible that many potential attriters are rescued because
of effective counseling. However, remarks and responses
offered by adjusted men do not indicate they had benefited
to any large extent from counseling.

41 Among attriters who did not receive counseling, about 40%
feel it would have been helpful to them if they had received
some. Marines interviewed were slightly more likely to feel
this way than sailors. Table 5 illustrates these attitudes.

Table 5
Expected Value of Counmme1in

Recruit Attriters Regular Duty Attriters
FUG-ed Value Marineas Marines

Would have helped 41% 37% 461 37%

Would not have
helped 46% 431 45% 52t

Do not know 13_ 20% 9%
Total 100 100 100 99
N (100) (120) (201) (244)

C. intentionality of Misconduct

In an effort to determine how much attrition is voluntary,
attriters were asked if they haid realised at the time
they committed the offense that they could be discharged
for it. Those who said no were then asked if they would
still have committed the offeno. had they known. The
results show important difforenoes between recruits and
regular duty men on this irisise.

Most recruit attriters said their attrition did not result
m de-liberatE misconduct, •bt mostUi10 Efrt a rs

30 of 'recruit attriter said they know they could be dis-
charged for doing what they did. #eneraliy, recruits are
initially unaware that such things an the inability to
keep up with the fast pace of training, refusing to comply
with commands of their drill instructor/company commanders,
or inability to meet classroom or physical training
standards could lead to attrition.
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Seventy-two percent (72%) of regular duty attriters said
they were aware of the possible consequences of their
actions. This is to be expected since most men in the
fleet went AWOL before being attrited. Included antang
the 29% who said they had not expected to be discharged
are men who said they were falsely accused of theft, using
or possessing drugs, etc., men who felt justified in going
AWOL because of personal problems or perceived mistreat-
ment by a superior, and men who committed impulsive acts
such as punching a supervisor or knifing another enlisted
man.

Among men in the fleet who had not considered the possi-
bility of being attrited before they acted, nearly half
said they would have committed the offense anyway$ even
if they had known it would lead to their attrition. This
means, in effect, that only 15% of attriters in the fleet
unintentionally put themselves into a position of being
attrited. A smaller percentage of recruit attriters said
they would commit the same offense, but the data from the
responses to this question are not significant in view
of the large number (70%) of this group who had unin-
tentional offenses.

SD. Embarrassment About Les Than Honorable Discharge

At the completion of each interview, attriters wwre asked,
"Your discharge from the Marines/Navy will not be an
Honorable Discharge. Will you be: very, somewhat, or
not at all embarrassed about this?" The responses in-
dicate very low levesl of embarrassment exist.

Almost three-fourths of regular du!tyattrtern said they
are not embarrassed aSOUt receiving a discharaihME
ii not Honorable. Almost one-half or the recrulit real
Ei hiway. (see Table 6.) Only a few regular duty at-
triters said they are very embarrassed.

It-
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ti Table 6

) Embarrassment Concerning ,Discharge

Degree - Marine Attriters NjxxAttritOrs
of Less than 15 moFiti L~eis tEhan monte

Embarrassment Recr~ituits 19 months or more g~rut 18mnhs or more

Very embarras- 14
sed 1%4% 15% 45% lit 15%

somewhat
embarrassed 29% 13% 19% 19% 16% 15%

Not at 0.l
embarrassed 5% 8 6 3 72%

Total 100 100 101 100 99 100
N (100) (23) (172) (120) (79) (164)

Althotiqh the number feeling no embarrassment is surprisinglyJ large, the responses are consistent with statements and
opinions provided elsewhere in the questionnaire. Most
men in tile fleet feel no remorse or embarrasomenti rather,
they feel justified in attriting for any one, or several,

i~j of three-major perceptions:

s There are higher priorities, such as family welfare
or own mental health, to consider,

0 The military did not keep its part of the contract
by providing promised training or job assignment.

* I e Since military laws are uinjust because they do not
function to correct mistreatment from supervisors,
th~ere is no moral responsibility to obey these laws.

* Theme reasons may be based on fAct, they may be ration-
ali~zations disguising other reasons, or they may be
merely based on misperceptions or misunderitandings.
However, regardless of their pay-cholo~ical origin these
roamons are wide'~ held amnong attriters in the fleet
and help to explaýin why the~re is little embarrassment or re-
mores concerning receiving a less than honorable discharge.

Recruits have higher rates o~f embarrassment than do regular
dutyI perannnel because their problems more often result from
their inability to cope. This is Glao the reason for the dif-
ferences between Navy and Marine recruit attriters. As shown
later, Marine recruits more often resent the dehumanizing
nature of training, while Navy recruits are more often frus-; i trated with their inability to keep pace and handle classroom
pressures.



Table 6 also show. that men in the fleet with less than
18 months time in service show the least emdarrassment.
Although this appears to be due primarily to their
low status on the totem pole and consequent feelings of
relative deprivation, it may also reflect a difference
in attitude of men who enlisted after the draft was
eliminated. There is some evidence from analysis of nar-
rative responses that these more recent enlistees view
their enlistment as a contractual arrangement wherein both
parties must meet their obligations. Some attriters admit
responsibility for first breaking the contract, but most
feel that the military did not keep its part of the con-
tract. One sailor who had been in les than a year ex-
pressed his position as followsa

"When I enlisted the recruiter guaranteed me a
Basic and Advanced Electronics school. When I went
to classification in boot camp I found out I had
no school. They would not believe my buddy or
my parents that I had been guaranteed school. I
was on the weightlifting team before I came in and
the Navy was supposed to sponsor me, according to my
recruiter. I turned down a college scholarship to go
into the Navy and then I got the run around. I
decided that I had it."

E. Summary and implications

This section focuses on the principal findings to
emerge in this chapter. It also includes implications
for policy directives aimed at intervention in the at-
trition process. The findings concerning dissatisfaction
are.,

I e Dissatisfaction peaks somewhere between the and of
recruit training and 18 months of service.

o In the fleet, marines are more dissatisfied than
sailors. The reverse is true among recruits.

e Dissatisfaction among adjusted men is almost as
high as dissatisfaction among attriteru.

Later chapters show how and why recruits differ from
men in the fleet in dissatisfaction. The most important
point to be noted here is the large amount of dimsatis-
faction among the average (i.e., adjusted) men in the
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fleet. This finding suggests that attzicers are not merely
men who have had more dissatisfying experiences in the
service. Rather, they are differentiatod from adjusted
men primarily in how they react to their dissatisfaction.

Thus, in addition to identifying organizational features
that cause more problems for attriters than for adjusted
men, this report also focuses on how attriters differ from
adjusted men in handling their problems. An later chap-
tars demonstrate, attriters can be distinguished from
adjusted man on the basis of some organizational expe-
riencme. The point here, however, is that attriters'
reactions to unsatisfactory experiences may be ab im-
portant as the actual experiences.

The principal findings concerning the attrition process
ares

a Most attriterl in tho fleet intentionally contribute
to their attrition by going UA.

0 The attrition of recruits more often results from
their inability to adjust to unexpected demands.

e Only about 10% of regular duty attriters go UA
with thA intention of being attrited after first
seeking to be discharged via appropriate procedures.

a Men with problems do not usually receive counseling.
Howover, about 401 of attriters who did not receive
counseling think it would have helped them (Tables 4 and 5).

e Most attriters feel justified in prematurely ter-
minating their service duty.

The obvious implication of these results is that there is
a need for some mechanism whereby a dissatisfied man canobtain counseling. This counseling should be geared prl-
marily toward assisting the man with his problems and
only secondarily toward trying to convince him of his
contractual obligations, It should attempt to prevent
the disgruntled serviceman from going AWOL, for once
he does this he has, in a sense, made a psychological
commitment to be attrited. This prevention would best

S1 be accomplished by demonstrating to the man that there is
a responsible person or unit available which will investi-
gate his complaints. Even though in many caoes this

'• : 'I-la
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couniueling agent may not be able to direct any changes,
the mere demonstration of williiignesi to assist may be
enough to dissuade potential attriters from leaving the
service.

An analysis of the narrative given by attriters in re-
lating their perception of the causes for their attrition I
indicates that many men had high rates of dies.atisfaction
prior to attriting. Furthermore, these results indicate
that certain Ptated causes of attlition, such as conflicts
with supervisors, act an "strawo that broke the back."
Theco nmn appear to have been highly suaceptible to attri-
tion and it did not take a great deal to push them over
the edge.
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III. PRE-SERVICE FACTORS INFLUENCING ATTRITION

A. Di•mographic Characteristics

This section examines the relationship between demographic
characteristics and level of adjustment. The data are
presented in two parts.

First, the effect of those demographic characteristics
which are usually included in the enlisted men's record
files are examined. These include such things as race,
age, marital status and level of education. This presen-
tation is intentionally limited in scope. It would
be impractical and unreliable to attempt to describe
"who" is attriting on the basis of a limited sample,
only part of which was obtained through random probability
selection. Such a description would be more reliable
if it were developed from an EDP analysis of Marine and
Navy personnel records.

The second part of the demographic analysis examines those
characteristics not ordinarily included in the enlisted
imen's record files. Included here are such features as
engagement status, socioeconomic status, and pre-service
arrest record.

Demographics included in personnel records

Three demographic characteristics that have been consistently
related to attrition are age, race, and educational attain-
ment. Men who are younger, non-white, and/or not high
school graduates have higher rates of attrition than their
counterparts. The present research has also found higher
attrition rates in these croups, but there are several
aspects of these findings that deserve comment.

The difference in age at enlistment between attriters and
adjusted is minimal. Within any one segment of the sample
there was no more than eight-tenths of a year difference.
Ainong men in the fleet, the attriters enlisted at a younger
age than the adjusted men. However, among recruits the
opposite is true; attriters, on the average, were older
than adjusted recruits at the time of enlistment. This
indicates that younger men have more adjustment problems
in the fleet than in training.
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Blacks in the sample have higher rates of attrition than
whitesi however, much of this racial difference is due to
factors other than race per se. For example, Slacks
generally have lose preparation and are less likely to
attend a training school. Both of these factors in them-
selves affect satisfaction and likelihood of attriting.
In the regression the independent effect of race is very
small (see Appendix A).

Overall, 15% of adjusted men in the sample were black, com-
pared to 21% of the attriters. A complete discussion of
differences between blacks and whites will be presented
in Chapter VII.

Level of educational attainment is one of the most important
faors i =Ftr t1 n. Men Having less than a
high school education have a much greater probability of
attriting than men who graduated from high school. This
is true for every group. Among marines in the fleet, it
is the fingle most important factor (see Appendix A).

Educational attainment is important for several reasons.
First, it is highly correlated with other pre-enlistment) factors such as forethought and participation in the
delayed enlistment program. Secondly, it affects the
man's opportunity to go to a training school. Thirdly,
and perhaps most importantly, failure to complete high school
may be indicative of a personality that has difficulty ad-
justing to organizational rules and communicating personal
problems and needs.

The effects of low educational attainment are felt most
heavily among marines in the fleet and recruits in the Navy.
As will bn shown later, the former group is dissatisfied
because they feel their skills are not being utilized,
while the latter group is dissatisfied because they d-i°ot
have the skills necessary to meet the academic reqiirements.
Contrary to what was expected, blacks in the-sample were
slightly more likely than whites to have' a high school
diploma. The figures for these redits are presented
in Tables 8A and RB.

Two other demographic characteristics having some relation-
•ip E3 attrition are the size of the serviceman's home town
and his-marital status. Generally speaking, men from less
populated towns are liesn likely to attrite. overall, 43% of
the adjusted men interviewed come from small towns, but only

,4 111-3
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Table SA

i; Education by Attrition Status and Service

Marines Navy I
Recruits •Reaular Du~ty Recruits -- Regular Duty

Less than High
School 26 34 32 66 7 44 18 46

Completed High
School 66 55 57 30 75 51 59 47

Some College 8 10 11 4 is 5 23 7

Total 100 99 100 100 100 100 100 100

N (50) (100) (100) (100) (100) (100) (100) (100)

7

Table 8B

Percent of High School Graduates by Race*

Adjusted Attriters

White 80% (203) 50% (247)

Black 85% (34) 58% (69)

Numbers in parentheses are the number of respondents
included in that category. In this table, other
minorities such as Spanish speaking and Filipinos
are not included.
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35% of the attriters do. This relationship holds regardless) of the respondent's race or education.

Marital status in related to attrition only for Navy regular
duty men. Nmong sailors in the fleet, 14% of the adjusted
are married, compared to 32% of the attriters. Amiong
recruits and marines in the fleet, the differences are in-

significant. These findings are shown in Table 9.

Table 9

Percent Married,

Recruit RegularDut

Adjusted 6 7 33 14

Attriterm 9 11 32 32

Demographics not included in personal records.

Pre-service employment oxgerience does not ap~ear to be re-
lated to attrition. servicemen not employed ina full-time
posItIon priort~nlisting are not more likely than employed
men to become attriters. About 60% of attriters and 64% of
adjusted men were unemployed before coming into the service
(most, of course, are recent high school graduates). From
the known composition of 'the sample, further examination reveals
that of the approximately 610 servicemen not working full
time prior to enlistment, 400 or 65.31 became attritersl whereas
of the approximately 365 who were working full time, 267 or 69.9%
ýecame attriters. These facts alono with the reasons given for
enlisting (e.g., see Table 17) tend to refute any suggestions
that attriters are more likely than adjusted men to enliat
solely to seek relief from unemploymvont.

Family background does have some relationshiv to attrition.
Attrn;:r more often come from homes where the parents are

no onerliving together. In most cases thisia result
of divorce, but it also results from the death of one or
both parents in about one-third of the families. Marines
more often than sailors come from incomplete families.

.............................- 111-5
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Table 10

Family Composition of Attriters and Adjusted

Marines avLy

Adjusted Attriteru Adjusted Attriters
% %

Parents alive
and together 65 48 76 55

One or both
parents dead 9 20 10 20

Parents divorced
or separated 26 31 12 25

Total 100 99 98 100

(Data combined for recruits and regular duty)

Compared to adjusted men, the attriter's family is more
often of a lower socioeconomic status. Fathers and mothers
of attriters are less likely to have completed high school.
The attriter's father, when present, is also more likely to
be in a lower status occupation.

Academic performance apemars to be related to attrition.
Based on the belief that high school completion may not,
in itself, be an adequate indicator of performance, it
was decided to obtain other measures of academic perfor-
mance. One measure was to ask respondents what their
grade average had been in school, and the other was the
interviewer's judgment of whether or not the respondmnt had
reading difficulty. (During the course of the interview,
respondents were asked to read items to the interviewer from
lists provided.)

Both measures indicate that attriters have a worse academic
performance than adjusted men. In the course of interviews,
attriters more often than adjusted men said their grade
average had been a C, D or F. This is especially true of
Navy recruit attriters. On the basis of the interviewers'
iudgments, attriters more often than adjusted men have
reading difficulties. (No measurements of the reliability of
these interviewer's reading ability judgments were made.) Again,
this is especially true of Navy recruits. The results are pre-
sented in Table 11.

111-6
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) These data indicate that, although the Marines have a higher
percent of non-high school graduates than the Navy, the
Navy may actually be attracting (or recruiting) men who are
more deficient in academic skills.

Table 11

Academic Performance of Respondents

Recruit* Regular Duty
larin ia Marines Nav

Ad. tt. Adl. Attr. Attr. Attr.

Percent with C, % 0
D or F average 50 63 32 77 44 52 45 54

Percent having
difficulty
reading 4 13 - 30 2 8 3 2

N (50) (100) (60) (120) (100)(201) (120)(244)

Pre-enlistment arrests are more common among attriters
Ehan a sed men. Overall, about 8% more attriters in
the study sidthy had been arrested prior to enlisting
in the service. The Navy and Marine Corps have almost
the same proportion of men with pro-enlistment arrests.
Among those previously arrested, attriters are also more
likely than adjusted, 78% vs. 72%, to say a waiver was re-
quired for them to enter the service. Thus, men having
arrest records are a higher risk to attrlte, but this
eactor alone does not account for a large amount of the
differences between attriters and adjusted men.

Table 12

Percent Having Pro-Service Arrests

M arines •- . Na ..

Ad usted Attriters Adjusted Attriters

21 29 18 26

(Datu combined for recruit* and regular duty)

II-7
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B. Enlistment Preparation

The amount of preparation for military service was measured
in several ways. Respondents were asked how much forethought
they gave to their enlistment, how much information they

7, received from recruiters, and how much they discussed their
decision with parents and others.

X,

The results clearly demonstrate that preparation for mili-
tary service is related to attrition and that many at-
triters are inadequately prepared for military service at
the time of enlistment.

Attriters frequently enlist impulsively. When asked how
long prior to their enlistment date they first considered
enlisting, over 50% of all attriters interviewed, but only
about 23% of adjusted men said it had been one month or
less. Even though most of the men giving little forethought
to their enlistment are non-high school !raduates, the ef-
fect of inadequate preparation on attrit on is still felt
when education is controlled in the analysis. That is, it
was found that even among men who are high school graduates,
those who enlist impulsively are far more likely to attrite.
The effeet of enlisting impulsively is felt in the fleet an
well as in recruit training. Table 13 below summarizes the
results for recruits and regular duty men.

Table 13

Percent Giving One Month or Lose
Forethought to Enlist'ng

Marine@ Navy

Recruits Regular Duty Recruits Regular Duty
T%

Adjusted 22 35 13 21

Attriters 52 55 49 50

Differences 30 20 36 29

S• ~111-8
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Participants in the Delayed Enlistment Plan have oignifi-
cantly lower rates of attrition than non-participanto.
Although most men Involved in this program also gave suf-
ficient forethought to enlisting, this program alone
generally serves to reduce attrition. Per some unexplained
reason, this aspect of pro-service preparation loses its
effectiveness for sailors once they go into the fleet.
Even though tho program is more popular among high school
"students, its effect is felt even among school dropouts.
Table 14 below shows the etfect for each educational group.

Table 14

Percent Involved in Delayed Enlistment Plan

Recruits

Marines Navy
Education A Attriters_ Adjused Attriters

Less than
high school 460 (6) 29% (10) 75% (3) 27% (14)

High school
graduates 94% (34) 61% (40) 82% (46) 36% (24)

-. Regular Duty

Marines Navy
Education Adlusted Attrited Adjusted Attrited

Loss than
high school 44% (14) 34% (45) 19% (4) 18% (20)

High school
graduates 69% (46) 36% (25) 34%(34) 35% (24)

Attriters are no more influenced by family, friends or
relatives than are adjusted men. Rempondento were ased
with whom they talked about enlisting, and what kinds of
reaction they received from these people. Surprisingly,
there is no indication that attriters confide son in
their patents than do adjusted ment nor is there any
evidence that attriters' parents are lose agreeable than
parents of adjusted men to their *ons' decision to enlist.

II-9
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) One apparent exception to the absence of interpersonal
influences on attrition is the effect of enlhsting on
the Buddy Plan. It was found that recruit attriters are
less likoly than recruit adjusted to have enlisted on the
"Buddy Plan. This effect is independent of the forethought
given to enlisting. Apparently, having a friend in the
same recruit training unit serves as a support to remain
in the service. This conclusion is supported by the fact
that tihe effects of Buddy Plan enlistment are not present
for men after they have been separated from their enlist-
ment partner in the fleet. The results are presented
below.

Table 15

Percent Enlisting on the Buddy Plan

Recruit Regular Duty
Marine Navy Marine N

"Adjusted 39 27 27 14

S ,4 Attriters 25 16 30 15

Differences 14 11 -3 -1

At the time of enlistment, recruit attriters were less
conMe•nt than ad usted men ofompltin their =servie
obliqation, Over one-third (381) of attriter respondents
NOaRa neynad some doubts at the time of their en istment
that they would actually complete their enlistmont obliga-
tion. Only about 10% of ths adjusted men felt this way.
There are no differences between Marine and Navy respon-
dents on this issue.

Attri.ters were asked if, at the time they enlisted, theyhad known anyone who terminated their military service
prior to completion of their obligated term of service.
Twenty-three (23%) of Marine and 28% of Navy recruit
attriters answered affirmatively. Hence, nearly one out
of four attriters realized at the time of service entry
that attrition is a realistic alternative to completing
their obligation.
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More attriters than adjusted men feel theyreceived incomlete
information from recruiterm. -Appr6ximately 515 of recruit ad-
justed men, compared to only 28% of recruit attriters, said
the recruiters' description of recruit training was generally
complete.

The reasons for these differences were not fully explored
in the interviews. It could be, of course, that the attri-
ters do not take the time during their impulsive enlist-
ment process to make inquiries of the recruiter. On the
other hand, it could be that the recruiter volunteers only
information that appears attractive to the enlistee. About
20% of all recruits interviewed (attriters and adjusted)
said what they were told was "a lie."

It is interesting to note what recruits remember being
told by recruiters, because the organizational factors
cited most often as causes of attrition (see Table 15)
are among the factors about which recruits said they were
told the least. These include the daily training schedule
and harassment they might receive from superiors. Table 16
lists the percentage of recruit attriters and adjusted men
interviewed who said they were told about each item by their
recruiter. These items were preceded; that is, the items
were provided on a list and the respondent merely indicated
yes or no -- they were, or were not told -- for each item.

When asked what other favtors they were not informed about,
many recruits mentioned the fast pace of traininq and,
among Navy recruits, the amount of classroom work involved
in training.

When respondents were asked it they contacted the recruiter
first or if the recruiter contacted them first, attriters
were as likely as adjusted men to say they themselves made
the first contact. Attriterw in the study were also as
likely as adjusted men to say they talked to more than one
recruiter before enlisting. Hence, there is no evi4ence
indicating that recruiting procedures result in contacting
more "attrition-prone" than adjusted men. On the other
hand, there is evidence indicating that attrLters are less
informed, and possibly more often misinformed, than ad-
justed men.

111.-ll

S. . . -- -- "~'. . . . .



Many attriters !eel that recruiters are responsible, at
P"-! least in part, for the problems they are now having. During

the interviews some suggested that if they had been fully
informed, they may not have enlisted. A few quotes from the
interviews illustrate how the study respondents reacted.

"I was not told that I would not be able to use
the bathroom the times I needed. Recruiter didn't
toll me about the mental strain and harassment. I
was being treated as a child instead of as a man or
even a human being. I was also supposed to get an
education in boot camp during training." (Marine Re-
cruit)

"He did not tell mn completely about Physical Train-
inq and maje it look light. Had I been told how
boot camp really was, I might have thought twice
before signing up. The recruiter never told me that
if I have troubla reading, I would be put back and
hava to stay here longer." (Navy Recruit)

"The recruiter never told mte that we might not goet
the schooling he had promised. He didn't warn us
about the constant harassment, the beatingA up.
He also didn't mention that we had to sign a paper
at the end of recruit training, stating that we
had not been mistreated." (Marine Regular Duty)

I-
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Table 16

Percent Told about Each Factor by Recruiter

Marine Recruits NavX Recruits

Adiusted Attriters Ad usted Attriters
Factors TT *

The procedures for
making a complaint
about one of your
"s"ipervisore 16 14 is 4
The daily schedule
followed in recruit
training 24 14 32 8

I, The types of behavior
that could lead to
discharge 48 22 25 9
The harassment you might
get from supervi sore 58 31 38 15

The type of discharge
received if someone is
dismissed for bad
behavior 52 29 25 19

The amount of physical
exercise and conditioning
in training 70 47 58 27
The procedures for
applying to a school 40 36 70 44
How much pay you receive
on reaching grade E-3 68 46 75 45

The purpose of the battery
of classification tests
that you took at the start
of training 82 54 87 51

The type of duty assign-
ments available after
recruit training 80 67 70 59

The number of weeks of
recruit training 94 84 90 87

N (50) (100) (60) (100)

ffuI'Ipe responls possible

, 111-13
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C. Reasons' for Enlisting

Attriters and adjusted men express similar reabons for en-
ititng in tbe-serVice. Both groups interviewed Maid their

priories when they enlisted were to learn a skill and to
be independent. Sailors also expressed a desire to travel,
and Marines wanted to prove they were good enough. The
reasons are consistent with current recruiting advertising
appeals.

Although attriters and adjusted men each rank "learning a
skill" as the number one reason for enlisting, attriters,
especially in the Navy, are less likely to sign-up for a
school. This is an apparent indication that the attriter
has an inaccurate perception of the planning and prepara-

A tion necessary for obtaining desired occupational training
in the service.

Listed in Table 17 are average importance ratings given to
a list of pracoded reasons. The information is presented
for recruits only. The higher the score, the less impnr-
tant the reason was in influencing enlistment. The taLle
illustrates that, although adjusted men give higher impor-
tance ratings than attriters to almost everything, the two
groups give about the same ranking to each factor.

D. Summary and Implications

In summary, certain aspects of pro-service preparation are

clearly related to attrition. Men who enlist impulsively,
without sufficient information about what is available and
what to expect, and who are not oufficiently confident
about completing their enlistment obligatiun run a high risk
of becoming attriters. The risk is highest at the recruit
stage. but effects of inadequate preparation are still felt
among men in the fleet.

V.t
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Table 17

Average Importance Ratings of Reasons for Enlisting*

Marine Recruits Navy Recruits

Reasons Adjusted Attriters Adjusted Attriters

The opportunity to learn
a skill or trade in the
Marines/Navy 1.3 1.6 1.2 1.5

The desire to be
independent 1.8 .1.9 1.? 1.9

The desire to prove you
were good enough to be
a Marine/Sailor 1.5 1.8 2.1 2.1

The opportunity to serve
and defend your country 1.5 2.0 1.6 1.7

The opportunity to travel 2.0 2.2 1.6 1.8

Wanting to develop into
more of a man 1.8 1.9 1.9 1.9

Wanting to spend some
time in the service until
you decided what you
wanted to do in life 2.1 2.1 2.4 2.1

Things the recruiter
told you 2.3 2.3 2.7 2.5

Not having a good job at
the time 2.1 2.4 2.3 2.0

"Wanting to be eligible
for the G.I. Bill 2.5 2.6 2.3 2.5

Encouragement from your
family or friends 2.8 2.6 2.5 2.3

N (50) (100) (60) (120)

*Scores on importance rating:

1 a Very important

2 - Somewhat important

3 a Not very important

4 - Not important at all
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IV. ORGANIZATIONAL FACTORS INFLUENCING ATTRITION

A. Overview

Findings reported in Chapter III show that inadequate
preparation for military service is highly correlated
with attrition. The present chapter focuses on the
effects of factors indigenous to the military itself.
These organizational factors are examined for their
independent influence on attrition, as well as their
influence in combination with pre-military factors.

The order of presentation in this chapter reflects the
importance of each factor in causing dissatisfaction and
attrition. Here the measure of importance is based
largely on the respondents' perceptions. According to
respondents, the largest problem lies in the area of
discipline and regimentation. Some men feel there are too
many picayunish rules, while others feel they are
victimized by unbridled abuses of power. Somewhat less
important are the training programs and conseauent duty
assignments. Pay, rank, medical care, interpersonal relation-
ships, and administrative problems are only infrequently
perceived as causes of attrition.

Summary Tables

Following are six tables that summarize the respondents'
view of causes of dissatisfaction and attrition. Since
the chapter is organized by factors, presenting these
tables together here serves two purposes. It avoids the
necessity of reproducing them in part or in full each
time a factor is discussed. It also provides an over-
view, or gestalt, of the relative importance of each
factor in the attrition process. The regression analysis
in Appendix A also includes several organizational
variables.

Tables 18 and 19 compare attriters and adjusted men
on their perception of causes of dissatisfaction. The
first table summarizes the selections of recruits and
regular duty men frc a a list of factors that are common
to both groups. The second table summarizes selections
made by men in the fleet from a more extensive list.

IV-1
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Tables 20, 21 and 22 summarize the views of attriters.
Table 20 presents some of the factors and conditions
that attriters feel contributed to their problem.
These are more remote causes of their attrition. Table
21 lists factors that attriters consider more immediate
causes of their attrition.

Not included in Table 21 are the actions for which
attriters interviewed were being punished or discharged.
Instead, the situations, incidents, or factors that,
in the eyes of the attriter, are reasons why he misbehaved
are listed. In the vast majority of cases, unauthorized
absence was the last punishable offense committed by therespondent.

An example from one of the interviews will show how this
coding was arranged:

M'arine Regular Duty Attriter) "My mother became very
Il. I asked for permission to go home. The request

was denied, so I went UA."

3 This marine's response would appear in both the "Family
Problem" and the "Leave Request Denied" categories of
Table 21.

Table 22 list attriters' responses to the question,
"What changes would have to be made in the Marines/Navy
in order for you to want to stay?" (The question wasasked only of men who previously said they would prefer
to leave rather than stay in the service). The changes
suggested are largely consistent with the perceived
causes of dissatisfaction and attrition.

B. Regimentation, Leadership trd Discipline

This section .overs three interrelated topices regimenta-
tion, leadership and discipline. They are covered to-gether because attriters interviewed often did not make
distinctions among them.

TV-2
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Table 19

Factor Causing Most Dissatisfaction in the Fleet*

Regular Duty** Regular Duty**•:Adjusted Attriters

Marines Nav Marines Nav
Factors 1 1

Supervisors' attitudes 11 9 21 27

Job training 7 2 9 8

Daily schedule 7 X 3 x

Life aboard ship X 6 X 15

Pay 6 9 12 5

Social life 27 7 9 5

Treatment of dependents 3 6 8 6

Pride in the Marines 3 X 8 X

Way civilians treat you X 19 X 6

Opportunity to travel a X 5 X

Shipboard assignment X 2 X 8

Ability to change duty stations 16 7 7 5

Work assignments (on shore) 2 3 6 4

Medical care and services 2 3 4 5

Rank 7 7 7 2

Dress regulations - 19 - 3

Friendliness of men in unit - 1 1 -

Total Total 991 99% 100% 99%
N (100) (120) (201) (244)

Percentage seaectC-g each factor from a preceded list.

** X indicates the item was not listed on the questionnaire
version used for that sample group.
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Table 20

Conditions that Contributed to Attriters'Problems*'

Recruit Regular Duty
Attriters Attriters

marine* Nav Marine Nav
Conditions

Being harassed 50 40 73 66

-using criticized for making a
mistake 57 54 67 52

moo much physical training is 25 X X

Too little free time 40 53 34 53

Being denied a request 35 33 58 52

Disagreement with men in the
unit 25 29 40 62

Being falsely accused 43 33 52 21

Difficulty with classroom work 34 70 X X

Diveatisfaction with
assignment X X 67 43

Family problems x x 65 69

Other conditions 13 5 3 2

N (100) (iP0) (203) (244)

.. rcentage Silecting each factor from a pcecodel list.
Multiple rebponse possiblm.
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.) ~Table 21 l

Attriters' Perception of the Causes for Their Attrition

Recruit Regular Duty
Attriters Attriters

Marine@s avy Marines N v
Perceived Causes* I W--

Family problems 5 7 39 30
Supervisors' improper action 33 28 32 43
Change in attitude toward
servile 17 29 33 43
Regimentation 13 32 16 44

Past Pace 25 38 6 12
Promiser not fulfilled 5 7 19 40
Classroom problems 12 66 -2

SBeing falsely accused 7 7 17 14

Physical training 12 17 - -
Leave request denied 1 12 17
Drugs/alcohol 3 - 13 22
Discharge resuest denied 2 1 11 7
Administrative problems 1 - 13 8
Personatity conflicts 5 10 6 5
Transfer request denied 3 - 2 11

Other 1 - 2 6

U(00) (120) (201) (244)

MuItiple respuase posaible.

* Codes developed from responses to open-end question.

IV -6
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Table 22
Changes that Would Induce Attriters to Stay In Service

Recruit Regular Duty
Attriters Attritrs,

"B" ae Rules* %

Change supervisors' attitudes 24 20 16 28
Better treatment of enlisted men 24 14 11 16

Better Job assignment 8 6 22 25
Increase pay and benefits 6 7 13 24

Better job training 1 7 7 6
Better treatment of dependents - - 5 5
Change tests and schooling
procedures - 15
Faster promotions - 1 3 6

Less physical training 7 7 1 -

More lenient punishment 4 7 2 2
Change recruiting procedures 2 2 1 5
Shorter training period 2 3 - -

Change uniforms - - -5

Miscellaneous other changes 4 7 10 4

Would not want to stay 13 17 36 29
Changes not needed/I am at
fault 12 16 4 2

N (100) (120) (201) (244)

Multiple response possible.
*Codes developed from responses to open-end question.
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Issues related to discipline cause more dissatisfaction•, ~~among attrlters than any other o..ania lnl factor-N

"matter Which attriter g-roUpiT' e'!Wami•Qa-, or no matter what
way the questions are worded, d.scipline stands out an the
factor causing the moit problems. In some cases it func-
tions more as & remote influience, causing dissatisfaction.
In other cases, however, it functions as the "straw that
breaks the back" of the dissatisfied man and is mentioned
as a cause of attrition. Sometimes attriters feel they
are just not suited for a regimented way of life. In other
cases, attriters feel they are subjected to unjustifiedyp discipline. A sumru-ry ot reactions toward disvipline-
related issues will show how important this feature is for
the different groups.

9 Military discipline in a problem for both adjusted men
and attriters (see Tables 18 and 19)

, Harassment from superiors is more often selected as
problem for everyone than are strict rules and
regulations (Table 18)

. Harassment from superiors is more often selected as a
problem for regular duty men than for recruits (Table 18)

a Supervisors' attitudes are mentioned by men in the fleet
as the primary cause of dissatisfaction twice as often
as any other factor (Table 19)

e Feeling harassed and being criticized are leading among
factors selected as contributing to attriters' problems
(Table 20)

e About one-third of all attriters suggest that an improper
action of their Pupervisor caused their attrition.
(Table 21)

e In recommending changes to be made that would make them
stay, recruits most often mention supeivisors' attitudes
and better treatment of enlisted men. These factors
were also mentioned frequently by men in the fleet
(Table 22).
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Men complaining about rules and regulations generally do
not specify particular rules. Rather, they feel there are

) just too many rules. An exception to this is Navy adjusted
men in the fleet. These men very frequently complain that
dress regulations are too strict.

Respondents were not asked specifically what comploAnts
they had against their supervisors. However, from the
narratives explaining the causes of their attrition, the fol-
lowing examples were extracted. They indicate the type of com-
plaints expressed by some attriters. They felt their super-
visors:

e Are lazy and make the men do all the work

e Frequently get drunk or moody and physically or
psychologically assault the men

9 Play favorites in assigning duties and issuing
leaves

o Do not permit complainers to see the commanding
officer

o Are vindictive toward men who complained about them

* Stigmatize men who have been in trouble before

9 Are prejudiced

* Do not sympathize or try to help men with their
personal problems

Problems with superiors are frequent causes of dissatis-
faction which in turn become causes of attrition be-
cause some men often see going AWOL as the only way to
alleviate the problem.

The perceived unlikelihood of having complaints handled
satisfactorily is markedly related to attrition. Most
men feel the system favors supervisors to the disadvantage
of the enlisted men, but attriters actually feel the system
works against them.

IV-9
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One measure of att.tudu in this aroa wam obtained by asking
respondents what would happen if they made a legitimate
complaint about their supervisors. The results indiuate
that attriters, especially in the fleet, feel they would
only be causing themselves more problems by complaining
about this question. (Six percent of Marine recruit ad-
justed men said "Don't know.")

Table 23

Perceived Results of Complaining About Supervisors

Recruits Regular Duty
Marines NAVX Marines Navy

Resuts ttr Adi. Attr. AM. Attrý LdAlr.

Supervisors repri-
manded, and nothinq
happen to me 48 18 68 15 30 8 27 a

Supervisor repri-
manded, but I
would be harassid 32 46 23 25 29 27 44 27

Nothing happen to
supervisor, but I
would bc harassed 14 36 8 58 40 65 28 65

2 -

Don't know/other 6 _. 2 .-

Total 100 .00 99 100 99 100 101 100
N (50) (100) (60) (120) (100) (201) (120) (244)

This item was includad in the regression analysis. It
shows a strong independent effect for most of the groups.
Its largest effect is ielt among sailors in the fleet,
which is consistent with tindings from the narratives
about the attrition process. A few examples will serve
to show how this attitude can lead to attrition.

"He said he saw me smoking marijuana and he was lying
through his teeth, but he was a "lifer" and, although
ho couldn't prove it, they took his word for it and
bounced me off the nub onto a surface vessel. I hated
it there so I went UA,"'

"Everytime ho (supervisor) came back on ship from shore
Sie would be drunk and start harassing me. He wou A'

IV-1O
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keep it up all night. When I put in a chit, to see
the XO he would throw it away. Finally, I couldn't
take any more so I went UA."

A sizable number of the men interviewed said that their
supervisors had actually committed an offense that should
have been reported. This was more common in the fleet
where over 60% of attriters and over 40% of adjusted men
said this. However, less than one-half oi these men made
a complaint. Most of those who did not complain said it
would be nonproductive or even detrimental to do so. Among
those who did complain, only about 15% of attriters and 35%of adjusted men felt their complaint was handled satis-
factorily. Nearly 75% of attriters and over 50% of adjusted
men who complained said they were hazassed for doing so.

Overall, of those men who originally said their supervisors
[•. had done something which should have been reported, the

percent who then complained, and who felt the complaint
was handled satisfactorily is only 4% for attriters and 7%
for adjusted men. This means, in effect, that only 5% of
enlisted men feel they have satisfactorily used the military
administrative system to handle problems associated with
supervisors.

Most attritorsr said they would prefer to go directly to the
command.ng officer rather than use the prescribed chain of
command to express a complaint against their supervisors.
Among adjusted men, recruits and sailors in the fleet pre-
ferred to use the chain of command, but regular duty marines
did not. Navy recruit attriters profer to use the Human
Relations Council. These results are presented in Table 23A.

Table 23A

Preference for Complaints Procedure

Recruita ftular Duty

Marines Naqrx Marines Nv
________e 8Ad Attr Ad ALttr AdJ Att& MJ Attr

Use chain of command 58% 29% 67% 321 43% 23% 64% 34%

Go directly to
ciommanding officer 42% 70% 17% 22% 57% 77% 36% 65%

Go to human .
relations council x x 17% 36% X X x X

Ljon't know - 13 *. 3% - - -3%

Total 100 100 101 100 100 100 100 100

IVl



Several men in the fleet pointed out the perceived "Catch 22"1
type of dilemma in trying to use the chain of command. As
one marine put it:

"If you have problems with your sergeant., what are you
supposed to do? If you tell him you want to see the
captain about the problem, he refuses to let you."

In light of what has been mentioned above and in the previous
chapter, the behavior of many of the attriters becomes more
comprehendible. Their tendency to act impulsively, coupled

A with their nonacceptance of standard complaint procedures,
leads them to resolve interpersonal conflicts by going AWOL.

C. Training Programs

This section consists of two parts. The first part
examines the effects of various aspects of recruit
training programs while the second part examines the
effects of training school programs.

Recruit Training

In Chapter III, it was mentioned that many recruits,
especially attriters, feel they were not fully informed
by their recruiters about the recruit training program.
This is one reason why nearly two-thirds of all recruits
said training was different from what they had expected.
Surprisingly, many adjusted recruits interviewed said
training was easier than expected. For those who said it
was different, and more difficult, the three aspectsmentioned most frequently as being unexpected were;

9 Regimentation

a Fast Pace

* Behavior of Supervisors

In general, the aspects oi training that were least
expected are also the ones which presented the most
prcblems.
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Among Navy recruit attriters, the most frequently cited
prob ems are difficulty with classroom work and the
fat acaee of training. From Tables 20 and 21 it can be
seen that 70% of attriters interviewed said difficulty
withi ý:lassroom work was a condition that contributed to
their problem, and almost as many, 66%, said classroom

'Y' problems were directly involved in their attrition.

For most of these men, classroom problems and pressures
lead to other problems such as conflicts with company
commanders or changes in attitudes toward the service.
However, a few of these attriters feel their problems
were due solely to classroom failures. Although the
sample selection criteria emphasized misconduct rather
than academic ptoblems, to obtain the total number with-
in the allotted time it was necessary to obtain some
attriters whose principal problem was academic in nature.
This, however, represents a small number of cases and their
inclusion in the sample dojs not diminish the importance of
classroom difficulties as a source of other problems,
especially loss of interest, apathy, and criticism from
company commanders.

Marine recruits most often cite problems with their
3rTl' instructor as their attrition cause. These men
feel they were'unnecessarily harassed An being unduly
criticized for a mistake or in being falsely accused
of doing something wrong (see Tables 20 and 21).

The impox-tance of the supervisor-enlisted man relation-
ship is emphasized by the fact that 48% of Marine and 34%
of Navy recruit attriters interviewed said they would be
willing to stay in the service if there was either a change
in their supervisors' attitudes or if the service treated
them properly. Fifteen percent of Navy attriters mentioned
they would like changes in schooling procedureo. Besides
these two, there were no other changes recommended by
more than eight percent of recruit attriters interviewedin either service.

Training School Programs

Although the analysis of the influence of training school
is limited because the Navy adjusted samole was drawn
from training schools, there is enough information avail-
able from Marines, attriters in the Navy, and recruits to
provide some generalizations. Most evidence indicates
that training school programs function to reduce attrition.
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Recruits who sign up for a training school at enlistment
are less likely to attrite than recruits who do not aign
up for a school. Of course, most of the men who sign up
for school are also the ones who give adequate forethought
to enlisting and were in the delayed enlistment program.
However, planning to attend a trairing school does, initself, act as a deterrent to attrition. Table 24 shows
the large differences between adjusted men and attriters.
This is also a variable Include4 in the regression analysis
along with the variable of high school education. Hence,
the importance of signing up for a training school remains
intact regardless of the recruit's educational background.

Table 24

Percent Enlistin for a Guaranteed School

Marine Recruits Navy Recruits
Adjusted Attriters Adjusted Attriters

56% 37% 82% 27%

It will be recalled that the desire to learn a skill is
given as the primary motivation for enlisting by both ad-,
justed men and attriters. On the basis of the above finding,
it is evident that attriters have a misconception about the
nature of school assignments. In fact, a sizable number of
recruit attriters interviewed said they were surprised to
learn they were not going to the training schools they had
expected to attend. These expectations were based largely
on verbal promises understood to have been made by the re-
cruiters and, in a few cases, the belief one could choose
any school after enlisting. About 5% of recruit attriters
interviewed said a factor causing their attrition was the
realization they were not going to obtain the school training
they expected. This problem is more acute, however, in thefleet.

Many attriters in the fleet say failure to obtain expected
school training is a reason for their attrition. ThiL
problem is more cozmmon among sailors than amnong marines.
Forty percent (40%) of attriting sailors and 190 of attriting
marines interviewed reported that their promises had not
been fulfilled, and although some of these promises
pertained to duty station assignments, in most cases the
promises pertained to training schools.
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Training school attendance is related to attrition in
the Marine corps but not in the Navy. Only 52% of Marine
tattriersT compare to 1% o--fMa-rine adjusted men,
attended a training school. In the Navy, 61% of attriters
attended'a Class A school. Since the latest estimate from
PERS-55 indicates that between 56% and 65% of all men in
the fleet attended a Class A school, it appears that potential
attriters are as likely as adjusted men to attend school.

The differential importance in the two services attributed
to training school attendance is accounted for by the
relationship of school training to job assignment. Among
the Marines interviewed, men who did not receive job-related
training are dissatisfied because of this. Many sailors,
on the other hand, are dissatisfied because their training
led to " dissatisfying job assignment. The following
comments typify the attitudes of many attriters.

"I came in the Marines to leai.x a trade. I could have
stayed in the streets to learn to fight."

"I don't have a real job. I'm just a pick-up man."
(Marine)

"I signed for Machinist Mate, but I got Boiler Technician
and that's one of the worse jobs in the Navy. I'm
leaving mostly for family problems, but I think if

a I'd gotten the school I signed for, I could've made it."1

Attriters are more often dissatisfied with their iob
training. In the Marine Corps, t ers are almost twice
as likely as adjusted men to express dissatisfaction with
the training they received, while in the Navy the ratio
is almost 3 to 1. Table 25 presents the results.

Table 25

Percent Dissatisfied with Job Training

Marine Regular Duty Navy Reiglar Duty

Adj.sted Attriters Ad usted Attriters

32% 53% 18% 52%

Even though the majority of attriters express dissatis-
faction with their job training, this was selected as the
most dissatisfying factor by only 9% of Marine and 8% o-7
Navy attriters interviewed.
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In summary, job training, like several other factors already
covered, functions in the attrition process primarily as a
factor causing the enlisted man to be dissatisfied and
rarely serves as a direct cause of attrition.

Physical Training Proarams

Overall, physical training programs are not an important
cause of dissatisfactiong and are only rarely cited as a
cause of attrition. Most recruits expected to receive a
certain amount of physical training as part of their
program. The few recruits who did complain generally feel
they were being driven too hard by their supervisor. Com-
plaints about physical training are almost non-existent
among men in the fleet.

D. Duty Assignments

Duty assignments are often a cause of dissatisfaction but
they are rarely seen as directly reo ponsible for attrition.
When interviewed, attriters more often than adjusted men
expressed dissatisfaction with their duty assignment.
Rarely, however, did any attriters say they went AWOL or
otherwise misbehaved solely because of intense dissatis-
faction with an assignment.

One reason why duty assignments camse dissatisfaction
is that expectations for them are very high. Recruit
respondents said they consider it very important to have
a satisfactory duty assignment and they believe most men
in the fleet are happy with their assignments. Recruits
assumed they would obtain the type of assignment they
wanted and, although they realized they might not receive
the location desired, they did expect to have an in-
teresting social life wherever they were.

Different aspects of duty assignments cause disenchant-
ment among different groups. In the course of interviews,
Marines expressed greater dissatisfaction than did sailors
with the social life where they are stationed (Camp Lejeune)
and their inability to change duty stations. Sailors, on
the other hand, said that life aboard ship, in general, and
their shipboard assignments, in particular, are frequent
causes of dissatisfaction.

Compared to adjusted men, attriters more often attempt to
change their situationy however, they are les often success-
ful in obtaining a change. A larger percentage of attriters
apply for changes in duty stations and job assignments.
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Among those who ever apply for a change, each attriter, on
the average, applies more often than each adjusted man.
Attriters also have their requests denied more often than
adjusted men. On the basis of the figures presented in
Table 26, it can be seen that about one-third of all
attriters attempt to change their assignments before
attriting.

Table 26

Attempts to ChangeDuty Assignments

Marine Navy -

Adjusted Attriter Adjusted Attriter

Percent requested a
change of duty station 26% 39% 20% 37%

Average number of
times requested 2.8 2.9 2.0 2.6

Percent who ever had a
request granted 40% 32% 43% 35%

Percent requested
change in job assign-
ment 25% 26% 65% 30%

Average number of
times requested 2.0 2.3 1.5 2.3

Percent who ever had a
"request granted 50% 42% 77% 40%

Attriters' experiences with cruises, work schedules, and
length of time in job assignments are similar to the ex-arlences o adust men. nneitner branch of tFhe service
do attriterm have worse work schedules than adjusted men.
Attriters interviewed rarely reported being overworked.

*: Married attriters are the only group who complained fre-
quently about scheduling. Their main concern, of course,
is being separated from their spouse. The comparison of
duty schedules is presented in Table 27.
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Table 27

Comparison of Duty Schedules*
Marines Navy

Adjusted Attriter Adjusted Attriter

Cruises 0.6 0.6 2.7 2.9

Months in
assignments 13 14 10 11

Nights per week
on duty 1.1 1.8 1.8 2.0

Weekends per month
on duty 1.1 1.5 1.4 1.6

=A- figures are group averages and for attriters pertain
to assignments prior to being processed for discharge.

Most evidence indiuates that attriters have less desirable
jobs than adjusted men while they are in the service. if
the jobs are not actually worse, at least they rcu per-
ceived that way by the attriters. T.ble 19 shows that
attriters are less satisfied with their assignmentr. Table
22 shows that change in job assignments would make a big
difference to many attriters in thcIr decision to leave
the service.

Based on thesi data an4 the narratives obtained in the
interviews, several conclusions can be made aboub the
effects of job assignments.

a While they are in the service attriters are more often
dissatisfied with the3ir assignments and frequently
attempt to change their situation.

a The dissatisfactio, stesios primarily from the task
itself rather than the work schedule.

a Marine attriters consider their work tiresome and
purposeless: sailors feel they work too hard when on
a cruise.
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* Discontentment with job increases the level of
dissatisfaction but it does not, in itself, cause
men to attrite.

The importance of job assignment location is covered in
Chapter V.

E. Rank, Pay and Medical Care

As part of the effort to guarantee anonymity, no informa-

tion concerning the respondents' rank or assignment was
recorded. Hence, the importance of rank and pay in in-
fluencing satisfaction and attrition is based primarily
on the opinions of respondents rather than on a comparison
of actual ranks of attriters and adjusted men.

Since recruits had little experience with rank and pay,
they were asked only about their expectations for the
future importance of these. Thus, most information about
the influence of pay and rank is based on the responses
of men in the fleet.

Although many men express some dissatisfaction with their
payandrank ,hese are rarEly cited as causes of attriton.

Table 28 below lists the percentage of each group expressing
dissatisfaction with their rank and their pay. As the
data indicate, attriters, especially in the Marines,
more often than adjusted men express dissatisfaction
with these. However, neither factor is cited often
by any group except Marine attriters (12%) as the
most important factor causing dissatisfaction ('(e

UT'e 19). Furthermore, only rarely is either rank 3
attrition.

Table 28
Percent Dissatisfied with Rank and Pay

Marine Navy

* Factor AdJusted Attriter AdJusted Attriter

* Rank 26% 58% 30% 40%
Pay 28% 52% 35% 39%
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Since information on rank was not obtained it is dif-
ficult to determine why Marine attriters are more dis-
satisfied with their pay and grade than other groups.
It is not that they had been demoted more often because
Navy attriters questioned were equally likely to say they
received punishments involving fines and rank reductions.
Regardless of the reason, rank and pay are frequent
causes of dissatisfaction for Marines in the fleet.
Many of their other problems, such as poor social life
and family financial problems, may be related to these
factors.

Recruits believe that pay and rank will be very important
for them when they are in the fleet. They also believe
that men in the fleet are somewhat dissatisfied with
their pay. This perception of the importance of pay
and rank is consistent with the perception of most regular
duty men. Thus, one's attitude toward rank and pay does
not undergo changes as one moves through different stages
of a military career.

Of all the organizational factors examinedp medical care
shows thUi1east re atione ip to dissaisf•a tion or '
attrition. Medaca.l care is Considered a very 'important
factorby both recruits and men in the fleet. About 80%
of adjusted men and 70% of attriters questioned also said
they are satisfied with the medical care available. This
category received higher satisfaction ratings than any
other factor examined. Overall, only about 4% of men in
the fleet interviewed said they are more dicsatisfied with
medical care than any other factor (see Table 19). Only
one or two respondents said their attrition is related to
insufficient or improper medical care.

To point out that pay, rank and medical care are not
frequent causes of attrition does not imply that they
may not be important in preventing attrition. Considering
th6 perceived importance of theme factors, strong dis-
satisfaction with them would probably lead to much higher
rates of attrition. In fact, there is evidence these
benefits serve as trade-offs against some of the leas
desirable features of military life. For example, 241
of Navy and 13% of Marine regular duty attriters questioned
said one change necessary for them to want to remain An the
service would be an increase in pay.

Thus, it appears that increases in pay or promotions,
or improvements in medical benefits, would result in some
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slight reductions in attrition. On the other hand, any
reductions in pay or any curtailment of medical benefits
could very well lead to increased attrition rates.

F'. Interpersonal Relationships

Inter-personal conflict with other men in the unit is
not an important influence on the satisfaction or attrition
of men in either branch of the service. Slightly leassI: than 1% of all respondents naId the unfriendliness of men
in their unit causes them the most dissatisfaction (see
Table 19). No one questioned attributed the cause of his
attrition to interpersonal problems with other enlisted
men in the unit.

Nearly 50% of each sample group said there are some
enlisted men in the unit with whom they do not get along,
but apparently most men managed to adjust to this because
it was rarely mentioned as a major cause of dissatisfaction.
Contrary to what one might expect, attriters are no more
likely than adjusted men to have interpersonal conflicts.

The interpersonal conflicts generally revolve around
issues of authority. Attriters, in particular, feel
that men of slightly higher rank are being too authori-
"tative and "pulling-rank" to do a lesser share of the
workload.

G. Administrative Problems

_Administratve Problems do not affect recruit*, but
about 1'% of regular "uty men interviewed reported that
a-mnistrative problems contributed to their attrition.
Only a few men said they are attriting primarily because
of an administrative problem. However, 13% of Marines
and 8% of Navy regular duty men said it is a factor in
their attrition. The most frequently mentioned problems
were those concerning pay records.

Administrative problems function in two ways in the
attrition process. Some men seem to cite these
problemi as a sort of justification for going AWOLI
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that is, if the Corps/Navy does not pay them they do
not have to work anymore. For other men who are already
dissatisfied, these problems serve as a "last straw".

Often men having administrative problems are more angered
because they feel no one is assisting them than because
of the problem itself. The person they blame is usually
their NCO. One marine attriter exemplifies this attitude&,

"My wife was here and we had only $50.00 every two
weeks to live because my pay was messed-up. I
told my staff sergeant twice I need the money to
live on and if I don't get paid I will leave. He
didn't do anything so I took my wife and child and
left. I was AWOL for 9 months."
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V. NON-MILITARY FACTORS INFLUENCING ATTRITION

A. Family and Friends

Family needs and roblems have a significant bearing
on the atrition me n the fleet. About one-third
of regular duty attriters said thie speific acts that ledS~to their attrition were related to family problems orneeds. Only about 6% of recruits interviewed said family

considerations were involved in their attrition. Table 29
below lists the context in which the act or acts relating
to attrition took place.

iI.,

Table 29

Contsxt of Reason for Attrition

Recruits -.jeguar_Duty
Context Marine N Marine Navy

Not related to
military or family 3 - 2 5

Related to family 5 7 39 29

Related only to
military 80 84 52 66

Uncertain/no answor 12 8 7 --

Total 1
N (100) (120) (201) (244)

Family problems include marital difficulties as well as
problems in the family or orientation. The most frequently
mentioned family problems are illness of either a wife
or a single paront. Other problems mentioned frequently
include financial difficultoes of wife o;. parents, home-
sickness caused by separation from wife, And a nced to
assist a single parent in the care of a sibling.

Typically, men having these problems go on unauthorfzed'
absences for extended periods of time. In many cases
the men seek and are denied leave, but in some cases
they merely go home without seeking permission. It also
happens frequently that men who have been granted leave
feel they need a leave extension to handle their problems.
Again, some seek it and are denied, while others merely
take the time without seeking permission.
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Although being UA to serve family needs may at first
seem like a "good excuse" or rationalization, the
explanation becomes more believable when une considers
that most of these men come from one parent, lower
socioeconomic status gamilies. Some attriters report
they had no particular complaints about the service but
felt their family problem took precedence over military
obligations. On the other hand, however, many attriters
who said they went AWOL principally because of a family
problem also mentioned a long list of grievances toward
the service. For many of these men the family problem
'is merely an opportunity to feel justified in leaving

San undasirable situation.

A few examples will illustrate how family problems are
related to attrition. In the first example, the attriter's
decision involves little more than prioritizing family
needs over servica obligations. In the second case, dim-
satisfaction with military procedures is involved.

"I would stay in if I could get shore duty. For
married men, they should realize they have to see
their wives and kids. Last year my ship was at

' •.., sea 300 days.",

"My wife had a baby. My battalion commander had
promised me that I could return when my child was
born if we were still in deployment area, and we were.
But I was refused temporary leave. Thereupon, I
jumped ship and took my wife and child to Atlanta and
stayed there. You never get what they promise you."

In addition to being frequently mentioned as a specific
cause leading to attrition, family problems were mentioned
as a contributin%; factor by nearly two-thirds of all
regular duty attriters interviewed.

Besides family problems, many attriters interviewed also
.uggosted that separation from girlfriends and fiancees
contributed to their dissatisfaction. This, however, was
rarely cited as a major reason for attriting.
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Marital status is related to attrition only among sailor3
in the fleet. As Table 30 below indicates, attrlters
in the Navy are twice as likely as adjusted sailors to
be married.

Based on married attriters' accounts of the causes of
their attrition, it appears that sailors' problems stem
primarily from long separations, unexpected scheduling
of cruises, and duty station transfers. Married
marines, on the other hand, more often complain of
living conditions in the area (Camp Lejeune), and the
financial difficulties of maintaining a household.

H iTable 30

Marital Status and Attrition

Marine Reqular Duty Navy Regular Duty
Marital Status Adjusted Attriters Adjusted Attriters

Married 33% 32% 14% 32%

Engaged/Going
with a girl 37% 43% 39% 34%

Unattached 30% 25% 47% 34%

Total 100 100 100 100
N (100) (201) (120) (244)

Attriters often believe they are encouraged bý spouse or
girlfriend to leave the service. Of the regular duty atti-
tern who are either married, engaged, or going with a girl,
about 75% said their female partners would prefer them out
of the service. About 35% said they were actively encouraged
by the females (and parents) to leave the service. Less
than 10% said they were encouraged to remain in the
service.

To reiterate, family and marital problems play a leading
role in the attrition process. Most attriters, especially
married ones, appear to feel guiltless about abandoning
their military obligations to attend to family problems.
For some of these men, family problems present a credible
excuse to leave the service, but for others it is a matter
of following their own convictions and sense of priorities.
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No research technique, short of a polygraph, coulu
classify attriters into the two different cateqories
mentioned above. However, if one were to make an
estimate based on the interview responses, the estimate would
probably be that about one half of these men were motivated to
leave the service primarily because of what they believed
to be more important personal responsibility. This
one-half of one-third translates into about 15% of all
regular duty attriters.

The area of family problems is itself a difficult
problem for the military not only because it is a
big factor in attrition, but also because the men
involved in these situations are more firm in their
decision to leave the military. Only 12% of regular
duty attriters who are married or engaged said they
would prefer to stay in the service, compared to 26%
of men not married or engaged. Of attriters who said
the specific cause of their attrition is family related,
213% are willing to stay; this compares to 21% of those
who mentioned other reasons for attriting.

Men who mentioned family problems as the primary reason
for their attrition are among those most committed to
leaving the service. This even includes those who are
not dissatisfied with the service, but who feel their
family needs have a higher priority.

B. Social Life

The social life in the fleet is a big disappointment to
most men. Recruits in both of the services consider it
important that, when they are in the fleet, they be
stationed at a base where there are interesting things to
do during off-duty hours. Furthermore, recruits generally

*i believe that most men in the fleet have interesting things
to do when they are off-duty. Unfortunately, most men in
the fleet, including attriters as well as adjusted men,
said the social life available to them is quite different
from what they expected, and it is dissatisfying.

Although many men in the fleet, especially marines,
express dissatisfaction with the social 11fe, it is not
perceived as a specific cause of attrition. Approximately
68% of marines and 37% of sailors in the fleet said they
are dissatisfied with the social life available. The
differences between attriters and adjusted men on this
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issue are small. In fact, in selecting the one factor

causing the most dissatisfaction, adjusted men more often
mentioned the social life. No attriters attribute theirproblems solely to a poor social life, although some did

say this factor contributed to their general malaise.

During interviews marines frequently complained about the
base (Camp Lejeune) and their inability to change duty
stations, while sailors complained about dress regulations
and the way civilians treated them.

The role of social life in influencing attrition may be
similar to the role of other factors examined in this
study: namely, it functions primarily as a cause of
dissatisfaction which sets the stage for the attriter's
reaction to a more specific factor. There are several
findings to support this possibility.

First, among men in the fleet, attriters go home more often
than adjusted men, and they are far more likely to go
without proper authorization. Secondly, attriters are less
likely than adjusted men to have a car on base. (It is a
reasonable assumption that having a car at Camp Lejeune or
Great Lakes enchances one's opportunity for a more inter-
esting social life.) Although this finding may be distorted
somewhat by the fact that some attriters in the study were
apprehended by the F.B.I. and delivered to base, it is doubt-
ful if they could account for the large percentage differences.
In addition, among the adjusted men, those who do not have a
car are more often dissatisfied. Table 31 below presents the
data on this factor.

Table 31

Percent Having a Car on Base

: Marines Navy

Attriters 12% 16%

Dissatisfied Adjusted 51% 32%

Satisfied Adjusted 58% 36%
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C. Employment and Educational Opportuaities

Compared to adjusted men, attriters are only slightly
iess interested in obtaining additional education.
Generali'y- about 85% of ill interviewees said they expect
to obtain some additional education. For each group
except the Navy recruits, the differences in expectation
between attriters and adjusted men are small. Among Navy
recruits, only 66% of the attriters said they expect to
receive more education, compared to 92% of the adjusted
in this group. About 30% of all respondents who expect
more education said they wanted to go to a technical school.

Thus, there is no indication that attriters are more
interested than adjusted men in seeking educational
opportunities. Additionally, from the interview responses
there is no indication that men leave the service because
of-the unavailability of educational opportunities.

Opportunity, or lack of o0portunity, for employment, does
not have an overt influence on attrition. There in no
difference in the reaction of attriters and adjusted men
toward employment opportunities. In Chapter II1, it
was pointed out that attriters were as likely as adjusted men
to have been employed prior to enlisting, and that not
having a Job was not an important reason for either group
in their decision to enlist. Most recruit attriters
(about 70%) said in interviews that if they had attended a
service school it would have helped their opportunities
for employment. However, most recruit attriters, as well
as regular duty attriters, feel their civilian job oppor-
tunities are good anyway.

Although there could be an element of cognitive dis-
sonance in the attriters' optimism concerning employment
opportunities, the threat of unemployment does not appear
to be a serious deterrent to the desire to leave the
military. In fact, some attriters, especially those with
family problems, said they went UA because they feel they
could make more money in a civilian occupation.

Whether or not unemployment rates in the larger society
have an effect on enlistment rates or attrition rates can
not be determined by the present study. Such an analysis
should be conducted using aggregate data. The findings
herein indicate that, if such an effect exists, it is
not pronounced in the minds of the men.
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D. Drugs and Alcohol

Drugs and alcohol are cited as causes of attrition fairly
often by regular duty men, but rarely bY recruits. Ap-
proximately 22% of Navy and 13% of Marine regular duty
attriters interviewed said drugs and/or alcohol are direct
causes of their attrition, whereas only 3% of Marine and
no Navy recruit attriters cited these causes.
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VI. SUPERVISORSI OPINIONS AND RECOMMENDATIONS CONCERNING
ATTRITION

Relatively small samples of supervisors (see Table 1) from
the same units as enlisted men respondents were interviewed.
The questionnaires contained both precoded and open-ended
questions. The issues covered were similar to those covered
in the adjusted and attriter surveys.

Background information obtained in the interviews is sum-
marized below in Table 32. Althouqh the .amples are too
small to permit reliable generalizat;.n.s, whenever pro-
nounced differences in responses appear between supervisors
having different background characteristics, these dif-
ferences are noted.

Table 32

Characteristics of Supelrvisors

Recruit Supervisors Regular Duty
Marines Nav Marines

Average age 27 34 29 31

Years in service 9.6 15.3 9.9 12.4

Percent with combat
experience 47% 70% 74% 55%

Percent volunteered
for training duty 73% 45% X X

Months experience as
training supervisor <12 34 X X

Number of assignments

as a supervisor X X 8.7 12

N (15) (20) (35) (40)

A. Supervisor. Perception of Attrition Causes

Most recruit supervisors believe that poor recruiting is
responsible for most attrition of recruits. This is true
of both drill instructors and company commanders. They feel
the defects of recruiting are threefold: recruiters irre-
sponsibly enlist men who should not be enlistedl most men
are poorly prepared as to what to expect in training: and
enlistees are given too many false promises.
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In the other reasons mentioned, recruit supervisors at-
tribute the problem to personal deficiencies of recruits
as frequently as they attribute it to organizational
factors. These supervisors, especially company com-
manders, have favorable opinions about the abilities of
their peers, for they rarely cite bad leadership as a
factor affecting attrition among recruits.

Among supervisors in the Navy, most petty officers cite
?oar Rreparation•while Marine sergeants frequently cite
lax discipline and poor preparation, as root causes of at-
EMIR?. Nnth-avy, petty officers have frequent exper-

iences with discontented men who had expected to be at
another place doing another job. Sergeants in the Marines
also experience this to some extent, but their main concern
is with the lack of discipline and the ease with which men
are able to exit the service. Petty officers do not feel
there in a lack of discipline in the Navy, but most feel
attrition is caused, in part, by lack of self discipline
and the immaturity of the attriter.

Approximately one-third of these supervisors feel that
poor leadershi is a main factor causing problems.
This occurs, they said, because the supervisors them-
selves are not properly prepared for training men.
Table 33 presents the supervisoro'views on causes of
attrition.

Drill instructors and company commanders feel recruits'
preparation is most inadequate concerning details about
the type of behavior that is punishable by discharge and
the type of schcdule followed 3' training. Few regular
duty supervisors believe men ac.,ing into operating units
receive sufficient instructions in recruit training.
This is especially true of Marine supervisors. It is
felt that the men are least repared in regard to applica-
tion procedures for change of job assignment or for train-
ing schools, and what arrangements are made for dependents'
well-being. The majority of Marine supervisors believe
recruits are taught enough about how to file a complaintagainst a supervisor.
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In an effort to gain some understanding of why attrition
is higher among less educated men, supervisors were asked
if non-high school graduates are dissatisfied for different
reasons than high school graduates. Approximately half
of the supervisors said the causes of dissatisfaction are,
in fact, different. They suggest that more educated men
find service life easier because they are more ambitious
and goal oriented, and are able to handle discipline and
harassment more easily.

Table 33

Supervisors' Opinions of Factors Causing Attrition

Recruit Regular Duty
marine Navy Marine Nav

Poor preparation 60 90 34 65

Lack of self-
discipline 27 30 29 58

Regulations too
lax 7 10 37 l1

Poor leadership 13 5 29 35

Training/job
assignment 27 35 26 28

"Conflicts with other
men 1 10 11 10

Drugs and alcohol 7 5 6 5

Personal problems 20 50 11 20

Dissatisfaction
with MOS - 15 3 10

Other - - 6 13

Mutiple response possible
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B. Supervisors'Recomnmendations for Reducing Attrition

The topic of recommendations was handled in several ways.
First, supervisors were asked what their policies are for-
handling troublesome men. Second, their opinion toward
several current organizational policies and practices was
solicited. Next they were asked to evaluate a number of
suggested policy changes aimed at reducing attrition.
Finally, the supervisors offered their own suggestions
about how to reduce attrition.

Generally, supervisors in the fleet prefer to keep
responsibility for troublesome men. Recruit supervisors
are divided in their opinions on t-his. Nearly M of
fleet supervisors said they would prefer to keep men with
bad attitudes in their unit, as opposed to sending them
to a special unit. Most of these supervisors said their
current practice is to give men having bad attitudes
more responsibility to see if this improves their at-
titudes.

Two-thirds (67%) of the drill instructors but only 40% of
the company commanders said they would prefer to send men
to special motivational units. About 50% of each group
said they assign men with bad attitudes to leadership
positions to see if this improves their attitudes.

The majority of supervisors interviewed said their units
Ni have had "rap sessions" and these sessions have been worth-

while# However, the respondents unanimously rejected a
proposal for rap sessions which would involve only recruits
and their commanding officers. There is even strong oppo-
sition to a suggestion of rap sessions involving only re-
cruits and the unit's senior NCO. It is not determined
why the supervisors are opposed to rap sessions which would
not include them.

The majority of supervisors are not in agreement with the
current Marine Cor s/Navy policy for handling men who are
behavioral problems. Exactly 60% of recruit supervisors
in both services and exactly 70% of fleet supervisors in
both services said they would like to see men handled dif-
ferently.
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The change recommended most frequently by recruit leaders
is for more discipline. Very few suggest increased
counseling or a more positive approach. In fact, 60%
believe that more men should be attrited. However, NCO's
in the fleet are split in their preference for positive
and negative reinforcement. About 20% of these super-
visors said chere is a need for more counseling, and about
50% feel more men should be attrited.

Over 90% of supervisors favor requiring recruits with
omp la-ints to use the chain of command rather than al-
lowiwng them to go directly to the unit's CO. THs 0i
obvOously one Marine Corps/Navy policy that is widely
favored by NCO's.

Concerning the issue of complaints, supervisors were
i Iasked what, in their opinion, best describes how en-

listed men feel about making complaints against their
supervisors. The answer choices presented were the same
offered to recruits (see Table 23). Somewhat surprisingly,
with the exception of drill instructors, the supervisors'
responses are not too different from the responses of
enlisted men. The supervisors' responses are presented in
Table 34 below.

Table 34

Perceived Results of Complaining about Supervisors

Recruit Regular Duty
Supervisors Supervisors

Results Marines Nav Marines Nav

Supervisor reprimanded, and
nothing happen to recruit 57 45 9 18

Supervisor reprimanded, but
recruit would be harassed 21 10 54 40

Nothing happen to supervisor,
but recruit would be harassed 14 40 34 40

Other/don't know 7 5 3 3

Total 99 100 100 101

N (15) (20) (35) (40)
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Navy recruit company commanders are skeptical about the
Human Relations Council and classes. Seventy-five (75%)
percent agree the classes cause more problems than they
solve. About 60% feel that they, the company commanders,
should be given more input into what is covered in these
classes. If it were their prerogative, half would dis-
continue the classes.

The dislike for the Human Relations Council is relat d
to what is apparently perceived as their naivete. Eighty
percent of recruit leaders believe that the Human Relations
Council does not really understand how difficult a company
commander's job is. Most, however, do not feel that the
council is biased against company commanders.

Recruit supervisors believe that better recruiting would
be the most effective w ty to reduce attrition. In
answeringBoth Eihieopen-ended and the choice selection
questions, recruit supervisors almost unanimously agree
that better screening of recruits for acceptable attitudes
and mental abilities would greatly reduce attrition.
(See Table 35A). Most also feel that they should be
given more authority in deciding how troublesome recruits
are handled. About half feel that stricter discipline
standards would be effective in reducing the attrition of
recruits.

A majority of supervisors in the fleet said attrition
would be reduced siwniflcantly if Job assignments Were
more interesting. Like the recruit leaders# most Of
these menIehe--that better screening of men before they
come into the fleet would be an effective way of cutting
attrition. Eighty-nine percent (89%)' of Marine NCO's said
attrition would decline if more men received school
training to increase their job skills.

Supervisors generally do not agree that a reduction in
harassment would lead to a reduction in attrition. Nor
do they think that increased emphasis on rehabilitation
and less emphasis on discipline would make a significant
contribution. Contrary to expectations, recruit super-
visors do not feel it would reduce attrition if they were
given more responsibility for schedule planning. Tables
35A and 35B present the Rupervisors' reactions to sug-
gested changes.
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) Recruit supervisors are moderately in favor of giving
recruits a more thorough orientation program° Drill
instructors and company commanders were asked if they
think it would help to eliminate problems if, at the
beginning of training, recruits were given an extensive
orientation including a complete schedule of things
to be covered in training. Slightly less than 50% of
the supervisors said they think such a program would
be preferable to the present system.

Supervisors are not in favor of segregain men
acoraing to their educational b)ackound. Voen

ugh many supervisors recoggn-- at--en with
different levels of education have different types
of problems, they are very much opposed to a suggestion
of putting men with different educational levels
in separate quarters. Over 90% of the supervisors
feel that men with different educational levels should
be mixed together.

One final topic about which supervisors were questioned
was career counseling. They were asked how favorable
they are toward different suggestions for administering
career counseling to enlisted men under their command.
Basically, four different suggestions were presented,
each of which gave the responsibility to a different
level supervisor. The four options for counseling
administration were: each supervisor, one Assignated
NCO in each unit, one officer in each'unit, and a career
counselinq office.

NCO's in the fleet believe that career counseling would
best be handled by each NCO supervisor. recruit training
supervisors, however, -e Mixed i opinions. he super-
visors in the fleet are most"in favr of the options
involving them and least in favor of the option involving
a career counseling office. Among recruit supervisors,
drill instructors are opposed to most suggeitions for
career counseling, but company commanders are receptive
to the suggestions that either they themselves do
it or a career counseling office handle it. The
responses of fleet supervisors are presented in Table 36A,
and the responses of recruit supervisors are presented in
Table 36B.
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Table 36A
Regular Duty Supervisors' Attitudes Toward

A•ternative Counseling Programs*

Regular Duty Supervisors

Suggested Programs Sergeants Petty Officers

Each Gunnery Sergeant or CPO should
schedule meetings with his men and
tell them what he knows about op-
portunities in the fleet 85 94

One Gunnery Sergeant/CPO in each unit
should be trained in career counsel-
ing and the men should meet with him 72 97

One officer in each unit should be
trained in career counseling and men
should meet with him 60 55

The men should be sent to a career
counseling office for any counsel-
ing they require 57 50

) Table 36B

Recruit Supervisors' Attitudes Toward Alternative
- .. ... ..

Recruit Supervisors*

Drill Company
Suggested Programs instructors Commanders

Each drill instructor/company commander
should schedule meetings with his recruits
and tell them what he knows about op-
portunities in the fleet 46 70

One drill instructor/company commander
in each battalion/series should be trained
in career counseling and the recruits
should meet with him 34 40

One officer in each series/battalion should
be traine&-In -•reer-Gounaeling and recruits
should meet with him 54 45

The recruit should be sent to the career
counseling office for any additional
counseling he requires 33 95

S* Figures are the perce-ntsay-ng they would strongly or
slightly favor the suggested program.
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S) C. Compatibility of Supervisors' and Enlisted Men's Views

Concerning the relative importance of factors influencing
attrition, supervisors and enlisted men are consistent
on some factors but inconsistent on others. Their views
are most compatible on the importance and effects of the
following factors:

9 Inadequate preparation

e Fast pace in recruit training

* Job training

9 Regimentation

9 Duty assignments

* Physical training

e Drugs

) Both groups feel that drugs and alcohol are of only
secondary importance, while the other factors listed are
of major importance. They both also believe that changes
in preparation and job assignments would make significant
contributions toward reducing attrition.

The areas of least compatibility revolve around the
authority of the supervisor. The several facets of
this authority -- all of which elicit inconsistent
views -- are:

e Harassment

e Use of t1- chain of command

* Discipline and punishments

Enlisted men, especially attriters, perceive much of the
supervisor's behavior as harassment, and it is a major
source of stress to them. Supervisors, on the other
hand, see their behavior as enforcing regulations.
Enlisted men believe there are too many regulations and
too many supervisors; as they see it, every aspect of
their life can be dominated by one regulation or another.

VI -11
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They feel that supervisors have the discretion of not
enforcing many regulations, but they do enforce them
merely to harass the enlisted man. There is obviously
a communication gap here about what constitutes harassment.

The enlisted men, especially those who have complaints
against their superiors, prefer not to use the chain
of command. Sppervisors, on the other hand, are over-
whelmingly in favor of maintaining this procedure. This
result, along with others found throughout the study,
indicates that supervisors are very reluctant to see
enlisted men circumvent them and go to a higher authority.

Supervisors generally feel that the answer to most cases
of non-conformity or misconduct is to enforce more dis-
cipline or punish the offender. They rarely indicate that
more counseling, sympathy, or easing of regulations is
needed. Attriters, especially among recruits, feel just
the opposite. They think someone should have been more
concerned about their problems.

K.)
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VII. SUMMARY OF FACTORS INFLUENCING ATTRITION OF DIFFERENTGROUP__S

A. Recruit and Regular Duty Differences

The process of attrition is different for recruits and
men in the fleet. Typically, recruit attriters are
men who did not plan adequately and who knew very little
about what to expect in recruit training. The combined
effects of a rapid training pace, exhaustive physical
training, depersonalization, rigid standards for what
seems like purposeless behavior, and unanticipated
classroom pressures -- the effects of these produce
something akin to a cultural shock for the recruit.
What they experience does not seem to be related to
their reasons for joining.

Some of these recruit attriters try to adjust, but fail.
Many others, however, become actively or passively
aggressivel they either quarrel with their supervisors
or do not try to conform. Their aggressiveness seems
to result from bewildering frustration. Their responses
indicate they feel their manliness and self-esteem are
challenged,, but they see it as an unfair challenge
because they do not have the right to be assertive and
defend themselves. They would rather be discharged
than continue in this situation, but their preference is
to "be treated properly" and to learn a skill.

Most attriters in the fleet prefer to be discharged.
Unlike the recruit attriters, these regular duty men
feel that they know how the Marine Corps/Navy operates.
They are dissatisfied with their situation and are
pessimistic about their chances to improve it. They
express dissatisfaction with one or more of the fol-
lowing: their job assignment, their training, the
way they are treated by supervisors, and the regimentation.

The attrition of men in the fleet usually results
from deliberate misconduct, P-pecially going AWOL.
The misconduct is frequently related to non-military
factors such as family problems. Rather than suffer
the punishment for their misconduct these men frequently
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prefer to remain AWOL or leave the service altogether.
Their decision is based in larqe part on the fact
that they do not see any benefit to remaining in the
service.

Regular duty attriters frequently feel justified in
attriting because they believe they either have not
received what was promised to them, or they have
been treated unjustly by a superior.

Among attriters in the fleet, men in the service
less than 18 months differ from men in 18 months
or longer on some reasons for dissatisfaction. The
leas experienced men express greater dissatisfaction
with their rank and also with their job assignments,
both ship and shore. The more experienced men are more
often dissatisfied with their supervisors' attitudes,
are more often married, and are less likely to
believe they could receive satisfaction by complaining
about a superior.

B. Marine Corps and.Navy Differences

There are more similarities than differences between
Marine and Navy attriters in their reasons for at-
triting. The differences that exist are more a matter
of degree than of kind.

In recruit training, ability to handle clasozoom
instructions is more important in the Navy. Also
more important in the Navy is having signed up for a
training (Class A) school. Recruits who do not sign up
for a school and have difficulty reading are much more
likely to become attriters in the Navy than similar
recruits in the Marines.

Another factor that is more highly correlated with
attrition among Navy recruits than among Marine recruits
is the men's perception of the complaint process.
Navy recruit attriters are more likely to say they
would be harassed if they complained about a supervisor.
They are also more likely to say there is no one to
whom they could take their complaints.

V11-2
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Apparently, if a recruit has bad rapport with his
training leader, this is likely to lead to greater
alienation in the Navy than in the Marine Corps.

In the fleet, there are several factors that affoct
marines andsa4 lors differently. Not having aittended a
training school has more effect on marines. However, not
receiving the particular job one expected, or working
at an exhausting job aboard ship, has more effect on
sailors. Marines in the fleet more often complain
about their rank and pay. Bning married leads to a
much greater attrition risk in the Navy. And,
finally, sailors are more likely than marines t
say problems with supervisors are the cause of their
attrition.

C. DifferenceR Between Blacks and Whites

Within each branch of the service, black and white at-
triters have different background characteristics. Each
racial group possesses some characteristics that 4re
correlated with attrition. Blacks more often come from
a lower socioeconomic background, have one-parent families,
were not in the delayed enlistment program and say
they were less fully informed by recruiters about what
"to expect. Whites, on the other hand, have more pre-
service arrests, give less forethought to enlisting,
were leos fully committed to completing their enlistment
at the time they enlisted, and are slightly less likely
to have completed high school.

There are three principal organizational features that
cause blacks morc dissatisfaction than whites. The
first is school attendance. Blacks are less likely
to sign up for a training school and less likely to

K, attend one.

The second feature probably results from this first
feature. Blacks more often complain about the nature
of their job assignment. This is especially true in
reference to shipboard assignments. Blicks are twice
as likely as whites (14% vs. 7%) to say their ship-
board assignment is the most dissatisfying feature of
military life.
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The third organizational characteristic that affects
whites and blacks differently is the relationship
with supervisors. This is more a matter of degree
than kind. Blacks express more dissatisfaction with
their supervisors and more frequently respond that
their supervisor did something that they believe
should have been reported. Blacks are less likely than
whites to say they had been given a break by a superior.
They also more often report being falsely accused
of something.

Black recruit attriters in the Navy are somewhat of
an exception to what has been said abo,,e. They are
less likely than whitas to complain of harassment.

Although black attritsrs generally have more complaints
than whites, they are more likely than white attriters
to say they want to remain in the service. Consistent
with this, they also say they are more embarrassed
than whites about receiving a discharge that is not
Honorable.

White attriters in the fleet complain more about
the social life available to them.

The impression one receives from reading the question-
naire responses is that blacks have more difficulty
than whites in communicating their needs and problems.
Blacks are as anxious to go to school but they do not
trpply as often. They do not obtain complete information
from the recruiter, and they obviously have misunder-
standings with their supervisors. TheV seem to have a
greater tendency to go AWOL without first trying to
settle their problems by discussing them with someone.

These differences between white and black attriters are
presented in Table 37.
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Table 37

Differences Between Black and White Attritors

Recruits Regular Duty

Black White Black White

N = (42) (168) (89) (236)

Fathers are unskilled laborers

or not in labor force 49 42 45 43

Both parents not at home 71 46 60 42

High school graduate 60 61 56 41

Pre-service arrests 21 23 19 32

In delayed enlistment program 15 49 26 30

Gave a month or more fore-
thought to enlisting 55 46 62 45

Expected to complete enlist-
ment 79 59 - -

Attended training school X X 34 62

Most dissatisfied with job
assignment X X 9 5

Dissatisfied with supervisor 50 44 58 57

"Supervisor did something
reportable 43 37 80 61

Given a break by supervisor 33 37 36 58

Falsely accused 57 34 52 43

Prefer to remain in service 33 14 24 14

Embarrassed about discharge 59 54 34 29
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D. Educational Group Differences

Level of educational attainment is highly correlatedi! ~with attrition for every group except Marine recruits. •

Education is important not only because it provides
the enlistee with basic skills necessary to meet standards,
but also because it is related to other conditions
affecting attrition. Attriters who are not high school
graduates are less likely to be in the Delayed Enlistment
Plan. They also enlist for, and attend training schools
less often.

What was said earlier about differences between blacks
and whites in communicating needs and problems also applies
to attriters with different levels of education. That is,
the less educated attritera -- those who are not high
school graduates -- are less likely to communicate their
needs before going AWOL. Compared to high school graduates,
non-graduates less oftent

a Make personal requests

* Ask for counseling

e Complain about a supervisor

* Apply for a change of duty

* Believe they can obtain satisfaction if they file
a complaint.

Graduates and non-graduates do not appear to be affected
differently by any major organizational factors. There
is a tendency for graduates in each branch to be more
dissatisfied with the Bocial life and non-graduates to
be more dissatisfied with dress regulations, but these
differences do not appear to be symptomatic of any
important problems faced by the two groups.

Even though high school dropouts have high rates
of attrition, there are still many dropouts that meet
service standards and complete their enlistment obligations.
Why do some make it and others fail to make it? In an
atLempt to answer this question a comparativs analysis
was made of the responses of adjusted non-graduates and
attriting non-graduates. The results indicate that a
combination of background characteristics end organizational
experiences account for the differences.
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From the analysis, one receives the impression that there
are two general types of high school dropouts who enter
the service. One type consists of men who lack ambition
and have not set goals for themselves. The other type
consists of men who are ambitious, have goals, and make
plans to attain these goals. They see the Marine Corps/
Navy as an opportunity -- in many cases, probably a
better opportunity than was offered at school. This
latter type, of course, becomes the adjusted recruit.
Support for this suggested typology comos from several
responses: the adjusted non-graduates are more likely
to have been employed prior to enlisting (48% vs. 31%)l
they more often plan to obtain additional formal
education (96% vs. 79%)l they enlist for a training
school more often (57% vs. 23%)l and, if in the fleet,
they are more likely to have attended a training school
(78% vs. 50% -- Mirines only).
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VIII. RECOMMENDATIONS FOR FURTHER RESEARCH

The study clearly indicates a connection between a number
of organizational factors and attrition. During the
study, however, certain other factors which appear to be
tied to attrition came to light. These issues could not
be examined further since they are outside the scope of the
study. Since their relationship to the attrition problem
is evident, it seems that further research into these
factors would be productive in the construction of a data
base from which the Navy can develop management options to
gain control of the early attrition problem. These areas
recommended for further study are outlined below.

• IA. Recruit information and Orientation

The study indicates that many first-term enlisted
personnel consider the information they received
from the recruiter about prospects for personal
success in the Navy/Marine Corps environment to be
incomplete and/or misleading. They also say thatthey were inadequately prepared for the rigorous
training and discipline they encountered during
recruit training. In some cases, the serviceman
believes that a breach of promise was made. He
therefore feels this is sufficient moral justifica-
tion for not completing his obligated service.

0 The current rccruit information and orientation
programs should be closely examined to determine
exactly what information and/or impression are
being conveyed.

B. Counseling

Approximately 60 to 70 percent of the attriters inter-
viewed did not receive counseling when the difficulties
which led to their attrition first arose. Of this
group, nearly half feel counseling would have beenhelpful.

0 Research should be conducted into the availability,
administration, and use of counseling programs.
Specifically, the differences in the type andamount of programs between the units with lowattrition rates and those with high rates should
be compared.
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* The research should include an analysis of the
attitudes of men subsequent to receiving
counseling to determine the effectiveness of
counseling relative to reducing early attrition.

C. Attrition Data Bank

The Navy and Marine Corps do not maintain specific and
readily available data banks of information on attriters
relative to both the perceptions of the individual

hi and his supervisors as to the root cause of his early
attrition. This information would be helpful in devel-
oping management options to gain control of the early

LA attrition problem.

: A standardized questionnaire should be developed
and administered to attriters who are about to
be separated from the service as part of the
exit procedure. The questicnnaire should inquire

*~ into the causes of the attrition and what both
the attriter and his supervisor feel might have
been done to preclude his attrition.

e The data from the questionnaire should then be
compiled and summarized to indicate command areas
of difficulty, etc.

D. Supervisory Personnel/First Term Enlistee Personality
Conflicts

The study clearly indicates that conflicts with NCO super-
visory personnel contriLute to first-term early attrition.
What are commonly identified as personality conflicts
frequently involve disagreements over values, goals, and
especially, norms.

e Research should be conducted to determine the
sources of the conflicts, their cognitive elements,
and the perceptions of both groups as to appro-
priate methods of resolution.
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E. Supervisory Personnel/First Term Enlistee Communications

The study indicates that in many instances the inabil-
ity of the serviceman to effectively communicate his
needs or problems to his supervisor/instructor is a
catalyst to the attrition process.

e The issue of the communication gap between service-
men and their supervisors should be studied. further
to determine exactly what types of communication
problems exist. Are the men afraid to express their
problems/questions? Are they overly aggressive in
their relationships with authority figures? Are
the supervisors themselves open to listening to
problems and questions?

* Once the specific problem areas have been ascer-
tained, an approach to tailoring a communica-
tion workshop specifically to the needs of the
people involved should be researched.

F. Financial Problems

Attriters, both married and unmarried, frequently
feel that resolving family financial problems takes
priority over their obligation to complete enlistment.

9 Research should be conducted to letermine how
adjuited men with similar problems handle their
finances.

9 In addition, counseling programs should be oval-
uated in terms of their ability to help both the
serviceman and his spouse when financial problems
arise.

2 I
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A. Multiple Regression Analysis

Most variables examined in this study show a relationship
to attrition. Some are obviously more important than
others, but from the way they were presented it is diffi-
cult to determine the relative importance of each. In
addition, it is difficult to try to conceptually inter-
relate the variables. Some variables are related to
attrition primarily because they are related to other
variables that cause attrition, but some variables influ-
encing attrition may not be related to any other influeno-
ing variable.

To determine the relative importance of each variable as
well as the cumulative effect of several variables, step-
wise multiple regression analyses were conducted for each
segment in each service. Hence, there were four principal
regressions run:

* Marine Recruit.
* Navy Recruits
o Marine Regular Duty
• Navy Regular Duty

In addition, there were two. runs comparing blacks and
whites, one for Marine Regular Duty attriters and one for
Navy Regular Duty attriters.

Basically the computer program used for this type of analysis
producest

. A correlation of each variable with the dependent
vaIabEN attrition. This is referred to as the

t zero order correlation. It appears in the pages
that follow as "Step No. 0" product. While the
computer printout lables the column heading as
Pa.tial Correlation, at the Step No. 0, this is,
in fact, a zero order correlation. in subsequent
steps it is the partial correlation with the ef-
fects of the variables previously entered into
the equation removed.

o A correlation matrix of all the variables entered
into the regression. The dependent variable, at
trition, is also included in this matrix.

• A summary of the cumulative effects of several vari-
ables. The program also produces partial cumulative
e cts each time a new variable is brought into the
equation (i.e. at each step), but only the summary
is presented here. The summary represents all those
variable, which could be entered into the equation
while the equation maintains' a cumulative effect that
is statistically significant at the .01 level of
probability.
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Appendix A(2)

Photocopies of the computer program printouts* for these
three phases of the analysis are presented for each of the

4' six regression runs. A variable code sheet listing the
variable definitions and values is also provided. Variables
which were not measured on an ordinal or interval scale
were treated in the equations as "0", "i" values. It
should be noted that if the resulting regression equations
were applied to a new set of data, a reduction in the
multiple correlations would be expected to occur.

While alternative multivariate approaches involving the
use of transformations on some of the variables were ocn-
sidered, it was felt that given the nature of the sample
and the relatively small sample sizes employed for any
given regression analysis, such procedures would impute a
greater degree of precision to the results than could be
justified. This is expecially true since the regression
analysis wan conducted more for diagnostic or explanatory
purposes than to develop a precise prediction equation forthe attrition process.

The program used for the analysis is "BMDP2R - Step-
wise Regression" from the Biomedical Computer Programs
produced by the University of California.
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Appendix A(3)

Variable Code List
SSS3Dl, Qroup,*

Variable Definition$ RecruitL Resular Duty
Label and Values Marines Navy Mearies !Nvy

Educ Education Completed X X X X
1 - 8th grade or less
2 a 9th to I11th grade
3 - 12th grade
4 w Some college
5 - College graduate

Race Race X X X X
1 a Not Black
2 w Black

Fore Frerthought to enlisting K X X X
02 a Two week@ or lese
04 a Three weeks to a month
15 - Between 1 and 6 months
39 a Six months to a year
52 a Over a year

Delay n delayed enlistment program K X X X

,tj2- No

Married (M.S.) Marital status e X X X
I a Married
2 -wIngaged
3 - Going with a girl
4 w Not involved

Arrest Pre-service arrest X X X X
1"yen
0 no

Read Reading ability X X X
1 a Read well
2 w Read with difficulty
3 a Can not read

C0c Fathes? a Occupation
0occ 1 1- Professional X X X X
Occ 2 2 - Managers and proprietors X K X X
Cocc 3 3 - Clerical, sales X X X X
Occ 4 4 = Craftsman, operatives X X X X
Occ 5 5 - Service workers, laborers X X X
Occ 6 6 - Not in labor force, no answer X X X

X* indicates the variable was included in the res., sien.
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Appendix A(4)

Variable Code List (cont'd)

sample GrOUs*l,

Variable Definitions Recruit@ . eaulal Duty.
___Label and Values M'ELn H marine av.y,

School Signed-up fur training school X X
I a yeso - no',

Attend Attended traininmi school X
1 yes-
Ouno

satis Satisfaction at completion of
recruit training X X

1 a Very satisfied
2 - Somewhat satisfied
3 a somewhat dissatisfied
4 n very dissatisfied

Comp Result of complaining aboutsupervisor' X X

2- see Table 23 in text
3

Age Age at enlistment X X X X
17. 17

"etc.
Buddy Enlist on luddy Plan X X X X

1 0 yes
"0" no

Parents Parents alive and together X X X X
I a yes
0 N no

Car Have a car on base X X
p~~ M yes

0 " no

Cruise Number of cruises had X X
0-0

9 w9 or more

Dep Dependent variable
1 n adjusted
0 w attriter

X indicates the variable was included in the regression.
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APPENDIX B

Navy Regular Duty Attriter
and Marine Recruit Supervisor

Questionnaires



NATIONAL ANALYSTS Bupirs Report Symo3ol 5314-5:
Philadelphia, PA Study #1-555

Summer, 1976

MILITARY PERSONNEL STUDY

Version 8

Navy RegulAr Duty, Attriter

Time Interview Begant P.M.

Lime Interview Endeds P.M .M.

Interviewer's Name__ _ ___ _ _

Date _ ___

PRIVACY ACT

Hello, I'm from National Analysts, a survey research
company in PhiladeIphia. under the authority of SUSC301, information
regarding. your personal opinion of Navy lif- is reqizested to assist
in research on personnel losses in the Navy. The information provided
by you will not become a permanent part of any record. The informktion
will not be divulged without your written authorization to anyone
other than to assist in statistical. analyses, and reporting of the
data by authorized personnel of the civilian contractor, and the
Department'of Defense and other such users as required by law. You
are not required to provide this information; thore will be no adverse
consequences should you elect not to provide the requested information
or any part of it.

I
... ,, 77117777I II



Appendix 3(2)
1. To begin w , Ae t ask about some of .. ,ur experiences before

Joining the Navy. 9 0 did you first consider joining the Navy?
Was it:

RE..D

Two weeks or less before signing up, 1

About three weeks or a month, 2

Between a mon.h and six wonths, 3

Six months to a year, or 4

Over a yoar boefore signing up? 5

2. Did you discuss your &t'c sion with your family, frionds or anyone
else other than a rCOCXC or?

ye I

(SKIP TO 0.5) No2

3. With whom did you disei•s. it? Was there anyone else? CIRCLE CODEFOR ALL MENTIONED IN *i.I COLUMN BELOW)

4. (ASK FOR EACH PERSON C,'. LED IN 0. 3 COLUMN) How did your (PERSON), feel
about your joining the 14 ývy? Would you say he/she favoresa,t.t,
was neutral, or was a iv, at it? (CIRCLE CODE IN Qe.4 COLUMN FOR
EACH CODE CIRCLED IN $.11____________

Discus -e.4 _

.... with Favored __ Against
Father 1 12 3

Mother 22.

Teacher 3 1 2 3

Brother 4 1 2 3

Male friend 53 1 2 3

Female friend 2 - 3

Other (SPECIFY)

S* 3 2 3

"", ,-,.. , , ..



. . ... '_...... ._ _... ... .... _ . .. in. AP.J4n dLx 5 (3)
B. Did you talk wit. Anyone who had boen in th, ,av other than a

recruiter about what recruit training would be like?

y e)

(SKIP TO 0.8) No 2

6, Was recruit training like they told you it would be, or was it
different?

7, How 'was it different?

S. Did you contact the recruiter first, or did he contact you first?

Rdtepondant contacted1
recruiter first
h/cruitor contacted
"respondent first

9. (HAND CARl) A) Did your recruiter do any of the followingt (READ LIB"
AND RECORD YES OR' NO IN 0.9 COLUMN) I

10. (ASK IF MORE THAN ONE "YES" IN Q.9) Which one of these noat infliiencee
your decision to enlist? (READ EACH "YES" IN 0,9. CIRCLE ONE CODE
IN Q.10 COLUMN)

0.9 0.10

SREAD Yes No

A Send you letters or give you brocihures about 1 * 1
the Navy

B Speak at a group moeting you attonded, 2 * 2

C Show yoU a film, 3 * 3

U Take you to I0 Navy installation or ship 4 I 4
VL Tll you about training school opportunitive

in th¢a N•=Vy 51*



of.r..ruit..ra.n.... .... . •Appendtx B(4)11. How complete +a del-ription of recruit trainA, did"'the recruiter give
you? Was its

R~EAD~
(SKIP TO Q.13) Genorallycomplete, I

only partly com~plete, or 2

Not at allcomplete? 3

1.2. What were some things about recruit training that he did not tell
you?

I"ii

13. Please tell me if the recruiter told you about any of the following.
Did he tell you about.

RZAD ytes No
The daily schedule followed in recruit training .

The harassment you might get from company commanders 2 *

The amount of physicai exercise and conditioning in
training3

The procedures for applying to a school 4
The type of duty assignments available after recruit
training _________________
How much pay you receive on reaching grade E-3 6 *

The number of weeks of reiruit training 7 *

The types of behavior that are punished by discharge 8 *

"The type of diucharge received if someone is 9 .
dismissed for bad behavior 9_*___

The -procedures for making a complaint about one *
of your supervisors______
The pu-pose of tho-battery of classifidation V

itasts that you took at the start of training

14. Did you talk to racruiters from the:

READ yoe No

I ) A�my? 1

Mnrines? 2 *

Air Forco? 3

"-4-

. . . . . . . . . . ........ ......
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15. 1Wora you employe< n afull-time oba tht [me you anou 1d

(SKIP TO 0.17) No 2

16. What v'as your average woekly take-home pay? (RECORD AMOUNT)

17. What was tho last grade in school you completod? *,

8th grade or lama I

9th to 11th grade 2

12th grucle 3

Bome college 4

College graduate 5

18. Do y6u expect to got any more formal education after you leave the
Navy? ...

Yes 1

No 2
(SKZP TO 0.20) .... . . ..... . . ..

Hot. sure

19. Altogether, how much more education do you expoct to got?

Complote high school

Sonio collego 2

Complete college 3

Graduate or professional school 4
Tachn..cal training (outslde

Morvice) ,

OLhor 6

20. Are you married, ongiaqcd, or going with a gilrfriond nioA'?

(SKIP TO Q.2.) Marricd 1

Lngntgj:d .2
II.2

coili l with 1 . rl 3.

( I.'I•IP TO Q, o:, or h, ',i 4
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21. Do you expect to get married within the next throks wonths?

No 2

Don't know v

22. Does your (wife/fiancee/girlfriend) want you to Vet out of the Navy
or does she prefer that you etay in?

Wants him to got out 1.

Prefers ha stays in 2
-j sautrl' "F3,, |•

23. (HAND CARD B) Now I'll read you A list of reasons why someone MM g

join the Havy. Please tell imo how important each of thoso roasons
was. in influencing you to enlist. How about L"ZAD 11IST MASOý.jj?

How important was this in influanoing youv deol-ion toEn1Tt-M! Was
it Very Important, Somewhat Important, Not Vary Important or Not
Important at All? (CONTINUE WITH OT11ER REASONS)

Vory comewhat Not Very Important
atDRAOS motn thoran Important at Al I

Not having a good job at the time 3 2 3 4

The opportunity to learn a skill 1 2 3 4
or trade in the Navy
Things the recruiter told you 1 2 3 4

EZncouracjcirent from your family 1. 2 3 4
or friandsb

The desire to be ind^jndmnt 1 2 34

Th¢ dosiro to prove you were good 1 2 3 4
enough to ba a sailor

Thu ojpOrtun.ýty tO tr{c3. . 2 4

i'anting to develop into mora of 1 2 3 4
a Ma h1I

W.:itiT,5, to got away from 1 2 3 4
prob lems y ou had .. .. .. .. ..............

'Ijie oEJ4)or Lur4t, to 4(:rvo d f 2
dcforil your coutntry

%',iinLin. to be oligible for the!2 4
Gt. ill

1h;ai L .i ng to spend so;no t irfts iJr1
L. 1hv•,r co until you doci§ei c 2 4

. . . .. IL y.- - . ,a ted t.o in , I£[v

.. .. .....
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24. If# at th~e time L.A veimplated recruit traintA the Navy wantedA
to have a cutback in nanpow.r and they offorea to release you fzom
the service with an honorable discharge and entitlement to full
benefits, would you have:

Accepted the dischargje, or1

Stayed in?. 2

DOi.! EA Aren't you sure what yaau wouldD NOT... .R lh hav.e do~net . . .. ... .] v.....

25. THIS QUESTION~ NOTr USEb. hv oe_____-L-

26. Were you made a squad loAder or RCPO, or given any other leadership
assignments in recruit training?

(SKIP1 TO 0.28) Yes I1
No 2

XR 27. Would you like to have been a squad leader?

Yes 1

26. When you were in recruit training• did you make anv personal requests
Fix, from your company commander?

(SKIP TO Q,31) No 2

29. What did you request?

C3

_____________________ . .J



to yourAppendix B(8)
30. Ilow did this pod', react tyorrequests? (P ould you say:

Ilie did what: ho could to help 1
you, or

Hie didn't try to holp you 2

3].. Please tell mt., which of these wcoro covered in your recruit training
instructions? Now Aboutt

READ Y________- -- _______ es YWo
The type of duty assignments aý,dillable after you
compltated training

The type of discharge you would recei~ve if you were
dismitssed for bad behavior

The proceduros for expressing a complaint against4
one of your supervisors

32. Were you in tha Delayed Enlistnmont Program~?

K33. In general, how satisfied werc you with the Navy at the time you
completed recruit training? Would you say you were:

R~EAD - -. -

IVery satisfied,

Somewhat satisfied, 2

Very dissatisfiecA' 44

34 . (HAND CARD C) Thin~ card lists six factors that might cause someone
to dislik~e the Navy. Pleaso toll. me which of thewe factors caufie
you dissatisfaction and which do not.
IF MORE~ THAN ONE "YES" C1RC1!.&D ASKII Which one of these causes you
the most prclxnCCL ONE CODE IN 0.34A COLUMN.

1.Not nuhfetieec ly T r
2. Na -janl 2

3,Strict rulrnA and ragulat~ions Ye

6, avi ng no ono to t.;ikci your c~~]aiftBt
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35. When you leave thl N•avy, b oyu think be; chancaos
of getting a good job will bc 11 they be:

I Vary good, 1
Good, 2

Not too good, or 3

Had? 4

36. When you first came to recruit training, you took a battery of

classification tests. ilow important do you think these test results
were for deturmining the type of duty you had? Would you say
they were_

Very import~ant,1

Somewhat important, 2

Not very important, or 3

Not at all important? 4

37. Were there any men in your unit with whom you did not get along?

(SHIP TO . 39)

38. Why didn't you get along with them?

39. fyou wished to about your immediate supervisor would

Use the chain of command, or 1

officer

9r .



40. Since recruit training, have you had any supervisors who did something
that you feel should have been reported to the proper officials?

(SKIP TO 9. 45) 2o 2

41.. Did you inake a complaint? ye-

(SKIP TO Q'44) 2N

42. Wa,. your complaint handled satisfactorily?

Yes

43, Were you harassed because you made the complaint?

IYesT

GO . .0 4
44. Why didn't you make a complaint?

'I

yE

45. Which of the following would happen if you made a complaint about a
supervisor? READ _ _ __ _

The supervisor would be reprimanded aud nothing would
happen to you,,,
The supervisor would be reprimanded, but you would be 2
harassed for complainingi or

Nothing would happen to the supervisor and you would
be harassed for complaining? 3

"46. How do you thLnk most enlisted mcnin the fleet feel about
complaining about their supervisors? Do you think they:

READAre. ýWafrad to complain because! of tLh,ý harassmeont they rnicht oet, ori- I

' • Do not ccmplain because, it wion't do any good, or ]2
SAre" riot aFrraid to complain w.h(,ril,2ver, thcy fool. a nu, d" to? .... ... 3'T

....... ....... - Z • r- ., .. . . , . . .
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47. 143vv you receivad aiiy typ* of punichmont sinca you hava boon in the
Navy? )

(SKIP TO 0.49) No2

48. iWhaL type of punishm~ent havo you receoived and how oftoan did you
receiva it? (CIRCLE CODE FOR EACH RECEIVED AND RECORD) NUMI13LER ()r.
TIMES RECEIVED)

Fina
RaductUon in rank 2

Extra duty/K.P. 3
Retrcto 4
imss of privilegaj 5

othior (SPE'!CIFY) i
0

49. Have there been any incidents for which you might have been punished
but were given a break by your'suporvisor?

U Y'd

(SKIP TO Q.51) No

50. How many times did this happen? (RECORD NUMBER)

*OF TIMES: ____

51. Have YOU gone to aCl~hs "A" school?

(SKIP TO Q.58) No 2

52. Which one?
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53. Did you apply for or request this school?

Yea 1

(SKIP TO Q.56) No 2

54. Was that before or after you enlisted?

SBefore1

S~2-

55. Did you request this training because you folt it would help you get
a more intereating assignment, or because you felt the training would
be valuable to you when you are back in civilian life?

More Intere. rng assIgnmentF
"(CIRCLE ONLY ONE) . -...

Valuable in civilian life 2
56. How much do you think the training you received will help you in

finding employment when youqet out of the Navyt Will it be:
•Of little or no value, 1

Of some value, or 2

Very valuable? 3

57. Did you graduate from this school or complete the entire program?

ISKIP TO Q.62 o 2 1

58. Since you completed recruit training, have any of your supervisors
encouraged you to apply for a school?

yes 1

No 2 A

59. Have you ever applied for a school and been turned down?

Yes

No 2

60. Would you like to have jjone to a Class "A"school.?

yes5 1

122• - - -

• ' •'i .. ..............- • ' •• mm. ... - -
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61. Have you ever been instru,'Cte on how to apply for a change of duty

station?

No 2
62. Have you ever appliad for a change of duty station?

4 (SKIP TO 0.66) No

63. 1ow many times did you apply?

IF ONCE, ASK Q.64

IF MORE THAN ONCE, ASK 0.65

64. Was your request granted?

________KAM__ N~o 2

65. How many times were your requests granted?
)

66. Have you ever been given instructions on how to apply for a change
of job assignment?

INo 2

67. Did you ever apply for a change of job assignment?

Yes 1

(SKIP TO 0.71) No 2

68. How many times?

ir ONCE, ASK 0.69
IF MORE THAN ONCE, ASK Q.70

69. WasI t granted?

I I
"SKIP " . . . .TI

---------*--



S., , .. . .• _• ... . • . .. . ._ -. .......-..... . Appendix 9(1.. ,70. 11ow mony times were yo( roqucits gvarAe',dd

71. H10w many times hava you been home sinao you fir•ishod recruit trainJng?

72. Were all of theae visits on authorized lewnv, or wore any of them unauthorized?

A".l on authorJzod leave

mo, unauthorized 2

73. Do 'you have a oar with you at this baoco?
-et

'NO 2

74. How many cruinos have you gone on?

(ZF NONE ASK Q.75 - OTHERWISE SKIP TO Q.76)
75, Would you like to have gone on some cruises?

'I~

Eyes 1

________________ _, 0.77 1

,'6. Would you like to have spent more timae or less time on cruisen, or are you
satisfied with tho amount of time you have spent?

Lke more time
Liike less time 2

Satiied 3

77. For how many months did you have your la~t regular assignment?

* OF MONTHSt _--.----

78. On your lamt regular ausignmont, how many nights a week did you usually get duty?

# Or NiITS -

79. On your last regular assignment, how many weekends a month did you usually goet duty?

# OF WECKENDS_

I I

S... ' •a$ I........................... i:
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70. How nuuiy times raquactu gratabd?

) 71. How many times havo you been homo ainLc you finished reioruit. ýrdinfng?

72. Were all of tho:e visits on authorizoed 1 cvo, or wore any of thom unauthorized?

.*All on authorizod leave I

Soir !~uiauthori cod 2

73. Do'you have a car with you at this ba•¢,?

No 2

74. How many cruises have you gone on?

(IF NONE ASK Q,75 - OTHERWISE SKIP TO Q.76)
75. Would you liko to have gone on some cru.isee?

yes

No

76. Would you like to have spent more time or less time on cruises, or are you
satisfied with the amount of time you have spent?

Like more time I

Like loes time 2

Satisfied 3

77. For how many months did you have your l.ait regular asulgnment?

# OF MONTHSs

78. On your last regular assignmont, how many nights a week did you usually get duLt?

# OF NMCHITS_

79. On your last regular assignment, how many weekends a month did you usually get duty?

* OF WEEKENDS:

4 .
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S0. (HAND CARU G) Nt I d I r LcA I I'to oeU• •ou 1 Se ;,1 f ,ct.o --
) that may bo impor Jtnt 9 i yu jig it sailor. T'Min cai:d lin' Lhu tiwoivo

factors we will cov.-s , f.ive qucittlons that. I will auk a).'.-lt each
faictor. )

NOTE: ASK ALL FIVE OUESTI 8 B FOR EACH FACTOR B4FORE GOING ON TO THE
NEXT FACTOR

A. First, what about It'L !IRST F.ACTOR: Was this similar to what
you expeoted, or da E0 IEW"-CL CODE IN COL. (A).

B. How important was J. 3 IRST FACTO10ia Was it Vary Importkntp

Somewhat Important,, 411 . at IAimportant? CIRCLE CODE IN
COL.(B).

C, And how satisfied woo.. I U with (READ FIRST FACTORD Were you
Very Satisfied, S••sed vat Satiet ,--l a na s fied? CIRCLECODE, IN COL. (C).

D. (ASK ONLY IF RzomOwiU WAS "DISBATISFIED") DO you think that
(READ FIRST a ** d have improved it you stayed in the

serveor nt? 4CODE IN COL. (D).

E- Finally, compared to ti @ average sailor with respect to o
FIRST FACTOR), do yo. hink that you were Better Off, Woa-iiiff,

oar a -3CLE CODE IN COL. (Z).

) 81. (ASK ONLY IF PZ5lr,:4 T WAS "DISSATISFrED" WITH TWO OR MORE IVACTOt$
IN Q.O80C). Of the f* tors you have said you were dissatisfied with,
which one caused r,"u the M dissatisfaction?

ENTER FACTOR 0

(IF IHPC NDCNT WAS "DISSATISFIED" WITH ONLY
ONE Ir,,*" OR, ENTER THAT NUMBER)

4 . -. ' - ..
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0.00

Similar to j )~oct
WhAt You How 11- How SnAt- Improvo- Comnpdwld
Ex ectod or ran i-fiod font -tr

$ 4 P4~J44~44

'FACTORS

I.3. Your Navy job trainling 1 2 3 1 2 3 1 2 3 1 2 3 1 2 3

2. Your work assignmenttan shore 1 2 3 1 2 3 3 2 3 1 2 3 1 2 3

3. Your work assignment aboard ship 1 2 3 1 2 3 3. 2 3 1 2 3 1. 2 3

4. Your suporvisors' attitudes J 13 2 3 1 2 3 1 2 3 31 2 3 3. 2 3

S.Vascil-- n h ay1 2 3 1 231323 1 23 1 2 3

in you unit12r3 1-23 2 3 12 3 112 3

7.Yo~ir abh.1ity to chainge 3 2 3 2. 2 3 1 2 3 1 2 3 1. 2 3

e. Life aboard ship (njta~~gglble 1 2 3 1 2 33.123 12.23 1a3

or me

9. Your rank 1 2 3 1 2 3122 3 1 2 123

10. Your pay 1n2 3 1 2h3 1 2 3 1 2 3 1 2 3

11. The radic.3 car-e =1t 3 2.2 , 3 323

Av ilbl 1ou 2uo:los 3t:~u~ 1 3 1 I 1 2 13 1

12. The wayocivilians treat You I P 3 1 2 3 2 L 3 12 3

................................. _ .............. .._ _. .......
1 ;•, 'iigultV on o gkn~aIumi 2 ... 2 3f l I 112 31 3

8, -'ifo -a-oz t h In~ oplcal n a ' 1

appearance L 2- 3 2 ,3 1 2i 3 1

214. Trentment of dopendrntN 1 2 3 t 1 a 3 2 ' 2 2 2

*1
2!. ,
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82. The next quentions. deal with the circumstanaol that led to your being
separated from the Navy. First, I'll read you a list of factors.
Ploaso tell Pie which of theme contributed to tho problems you have
had with the Navy. How about (READ FIRST FACTOR), was this aI .... cause of any of your problems? (CIRCLE ALL THAT APPLY) Ys o

_.( EAD) ,Yell No

Being harassed by a superlor 1 *

Being criticizud or punished because you made 2 *
A mistako e"_ _ _ _ _

Baving family probloms 3

Having too little free time 4 *

Being denied a personal request 5

Having disagreemnnts with men in your unit 6 *

Being falsely accused of doing something 7 ,

Being dissatisfied with your duty, et

83. Please tell me what has happened that is causing you to be separated
from the Navy?

17

' I

-. .7

-''; ,**' ' 9 .... .. . . . . . . . . . . . . . . . . . . . . . . . '
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84. When you did this Jid you know at |hu timo &A you could bo

diucharged for doing it?
SKIP TO 0.86 Yes I

85. If you had known V.4u1d y' i.i 11-1k0 dO!i.Ui ?

Uos
No 1

Don't know/Not sure V

86. If you had your choico now would you rathar,8 sLay in the Navy or be
discharged?

SKEP TO Q.88 Stay in1
He discharged . .2

D•on't know/Not sure V

87. What changes would have to be made in the Navy for you to
want to stay in? -

88. In the time that you have been in the Npavy:
READ_______
Have tlhere beert times when you wanted
to stay and other times when you 1
wanted to get out, or

Havu you always wanted to got out# or: 2

SKIP TO 0.90 lHave you ilw~yn waintod to stay? 3

89. Did you ask your company commnnde.r, or anyono elso to halt you to
get out of the Navv?

~No 2 '

18-

- ',- -- ,
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90, Did you ever deliberAtely disobey any rules becaune you were not
granted a request? 

e

No 2

91. Did anyone encourage you to try to get out of the Navy?

(SKIzP TO 0.93) INo 12
92. Who encouraged you?

Pairent(s) _____1

(CIRCLE male friend(s) 2
ALL Female friend(u. 3
THAT

AAPPLY) -. other recruit(s) 4
V, • t ,, .*, .. --
.H, avv supervisor 5

Other (SPECIFY) s

0-- ,,,)--- -

93. When your probMlems with the Navy first occurred, did any of your
petty officers or officers give you advice or counseling?

(SKIP TO Q9 N

94. Did you ask for this counseling, or was it offered to you without
asking?

Asked for it j3
Offeredj

95. Was the counseling friendly and sincere, or was it cold and
impersonal?

--- Friendly 1

____ ___ ___TO ý.9L 2

96. If you had roceived advice or help from someone, do you think you
would have been able to adjust and stay in the Navy?

Fes
Don't know/not sure V

S.. . . - .... 4... ,_- ::
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97. Your dincharge from tbtj ivy May nvt ba an Honorabl( Lucharge. Win you.be ,

Very ombarra.msed, 1
SSdinewlit embarrasued, or

.ot at all embarrassed? 3

9R. Now I'd liko to ask ycu some quer~tions on your ba1ckground. First of all, how old
,were you when you joirnod Lho L4avy?

YEARS

99. Did you enlis.it on the "Buddy Plart"?

LO How many months have you been in the Navy?
SMonths

01. Were you ever arrested befoxe enlisting?

(SKIP TO Q.103) No 2

102. Did you have to obtain a waiver to enlist?
yes

No 2 Y
103. Ara your parents still alive and living together?

(,) IPTO 9.105) Us 1

No 2

104. Is that beoause yourt (RIAD) - -

Father is deai, 1I

Mother is dead, 2

both are dead, or 3

Parents are alive but
not living togethur 4

105. What wAs your grade average in your last year of school? Was ito (READ)

At (90 or Abovo) -
o, (80 to 89) 2

C, (70 to 79) 3
DI (60 to 69), or 4

F20li'g?

i2
Li
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106, What was the last oadf of school your father ,omnloted?

Gth gradia or lose 1

9th to l1th grade 2

12th grado 3

Some college 4

College graduate 5

Don't know

107. What was the last grade of school your mother completed?
8th grade or less 1

9th to 11th grade 2
'• 12th grade

Some college 4

College graduate 3

kDon't know V

1i8. What is (was) yotx father's principal occupation?

OCCUPATION.

KIND OF COMPANY: -_. __ ... ...._ _ ...... .... .

10g. In what city and state is your home?

110, Approximately how many people live in this town? (RECORD NUMBER)

THAT COMPLETES OUR INTERVIEW. THANK YOU VERY MUCH,

XNTEAVIEKER RECORD OBSERVATIONSL BELOW:

Ill. ETHINICITY OF RE•SPONDENT

4. 3
Othe~r (SPE~CIFY)

0

"112. RIADMG_ ABILITY OF RESPONDENTi

ho djd Son $ 2il11
J3~5?V!.Tm .1 1T"..........



NATIOMIAL ANALYSTS ( ( Study #l-555

Philadelphia, Pa. Summer, 1976

MILITARY PERSONNEL STUDY

VERS ION S
MARINE RECRUIT SUPERVISORS

AM
Timd Interview Began: PMY ,

AM
Time Interview Ended: PM

INTERVIEWER'S NAME:

DATE:

INTRODUCTION3

Hello, I'm from National Analysts, a survey research company in
-Philadelphia. We' ae conducting this study to find out how supervisory
personnel feel about various aspects of recruit training and manpower
attrition problems. You were included in a random sAmple of supervisory
personnel on this base to be interviewed. All of your answers will be
entirely confidential, and this survey will have no effect whatsoever on
your situation in the Marines.

READ THE PRIVACY ACT

S.I.. . . .. .............- ":';" i".'"''T.... ._______ "-_Ti mmnnn_-_--__nm _ m u
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i, To start, I will mq ion several aspects of r( .uit training. ror

each aspect, ploasc cell me whether you f£ol #,*at recruits have boon
told enough by their recruiter about what to expect, or if they shouldl
have beeni told more. Hlow about (WEAD FIRST ASPECT)? Are recruits
well enough informed when they arrive at training, or should they hane
been told more?

READ__
Nell enough Should have

ASPECT Tnformed been told
lmore

The daily z•.hcdulo tollowed in recruit 1 ,
training

The harassment they might get fr~om drill 2 *
instructors 

2.... .. .. ... .

The amount of physical exercise and con-, *
ditioning in training

S;~~T~hu •number of weeks of recruit training 4*
RT tyes of behavior that are punish- .......

ad by discharge5
ohn-type oi discharge received if some-

one is dismissed for bad behavior 6

f procedures for making a complaintS~~against a supervisor 7

'The purpose ot the battery ot class-
if ication tests that 'are given at the 8
start of training

Classroom sessions and tests 9 9

2. (HAND CARD M) Using this card, please tell me which of these items,
if any, are usually'covered in the instructions that your recruits
get in training. (CIRCLE CODE IN Q. 2 COLUMN AT RIGHT)

3. (FOR EACH T171 WITH AN "*" NOT COVERED -- CIRCLED IN Q.2 ASK%)
If (READ ITEM) were covered, do you think it would help to reduce
attrition? (CIRCLE CODE IN Q.3 COLUMN)

-- r. .
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SMovered Covered Yes3ITEMS

1. Procedures for applying to a school 1 *

"2. A description of what school trainIng 2 * -2
will be like 2*'" ThC purpose Of the battery of cla~s;-

ification tests taken at the start 3 3
of training

4. Procedures for filing a complaint -*
against a supervisor 4

5. Types of behavior punished by
discharge 5 __5__

6. Types of duty assignments that can 6
be expected in the fleet ..... 6_* _ -

4. (HAND CARD N) This card lists eight factors that might cause recruit'
to be dissatisfied with training. Please tell me whether you think
factor causes dissatisfaction for many recruits, causes dissatisfact;
for some recruits, or does not usually cause dissatisfaction. I
(CIRCLE CORRECT CODES IN Q.4 COLUMN)

5. Which one of these factors do you feel contributes the most to attri!
of recar'ts. (CIRCLE ONLY ONE CODE IN 0.5 COLUMN)

.&uses Causes Not a Cause Contribut
Dissat- Dissat- of Dissat- Most toI
isfact- isfact- isfaction Attritio
ion for ion for

FACTORS Many Some ..
1. The quality of classroom

1 2 3instructions
2. The behavior of other men

in the unit 1 2 3 2
•3. Not having enough free

time each day 1 2 3 3

4. Not being allowed to go '
home or leave chmpbas 1 2 3 bas

S. Strict rules and regu-lations1235
6,Harassment from superiors 1" 2 ... 3-" ... ,

7. The physical demands of
training 1 2 3 "7

8.A feeling of not having
all yone to talke compl~aints 12 3
to



Appendix B(25)

6. Generally, do rocrj'ts who graduated from hig school have different
reasons for being -.ssatisfiod then recruits v,..o did not graduate

-.) from high school?
... .1 Yes

(SKITO Q8.) No
Don't know v

7. How are these reasons different?

8. In your opinion would it be bettor to puh recurits with less than a

high school education in the same unit as men with a high school
education, or put them in separate units?

Put in same unit

Put in separite unit 2

9. In general what would you prefer to do with recruits who have bad
attitudes? Would you prefer to:S

RFIAD -

P u t them in sp e-ia l motiv atio n un its ,

1Kep them in your unit end try to change 2
their attitudes?

10. Some people feel that men with bcl attitudes can be helped by putting
them in leadership positions. When you'have a recruit with a bad
attitude, do you:

READ
Give him a leadership position such as
squad leader to see if this improves 1
his attitude, or

Do you wait until his attitude improves 2
before making him a squad leader?II

II

f . ''•! ,• '' •: ' P'• • :• • • " • • ••• .• .. ... •• .. .... .'',..,.,*.r,':'•:'



ý~Appendix B(26)

11. What are the mai. '' actors causing recruits ( develop behavior

problems that leal to attrition?

12 r o ncmlt gemn ihteMrnsCrsplc o

hadigmnwoacbhvoa rolm rwuy o iet e
ths e adeddteety

12. ~~ SI TOe you iniopnt agree1ment withth aie Cop polic .;y fo

I Would like to sea men 2.
handled differently

13. What would you like to see done differently?

14. How do you feel about the number of recruits that are currently
attrited for behavior ~robloms? Do you think the Marine Corps isi

'Attri. in all That shouldt b-attrltarl, or

Attriting more than is necessary, or 2

Not attriting anougjhp 3
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15. (ILAND CARD P) LookJin g"' this list, please tell me wI\'ier you think each of the
suggested changes wouN, Reduce Attrition Signifirantlyo Haduco It Slightly, or
would Not Affect Attrition, or would Increasn Attrition. How about (FIRST ITLh.-)?
"(CIRCLE ONE CODE FOR EACH OF, THE 8 CHANGES)

"Reduce Reduco Not
SUGGESTCD CHANGES Significantly Slightly Affect Incroase

1. eatter screening by recruiters for proper 3 4
attitudes of recruits

B. 2 etter screening by recruiters for mental 2
abilities of recruits - - -

3. Correctional custody platoons should put
,,more emphasis on rehabilitation and less

Semphasis on discipline

4. Drill instructors should be given moreauthority to decide how problem recuits are 1 2 3 4

handled

5 Less harassment of recruits 1 2 3 4

6. Drill' instructors should be given more
responsibility for schedule planning 1

7. increased amount of friendly counseling fur 2 3 4
men with problems

T'l8 Discipline standards made stL-icter 2 3 4

16. In your opinion, what would be the best way to reduce attrition without affecting
the quality of recruit training?

!I

17. Does your unit have anything like "rap roosions" in which a group of recruits can
get together with a supcrvisor and freoly txpress their complainte?

SYM TO Q.2 0,e

.....

jQ
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18. Would you favor c' h sessions it they involt • only the unit's
commanding offic a and the recruits?

No 2

19. Mould you favor such sessions if they involved the unit's senior
drill instructor and the recruits? s

.20. Do you think that fewer problems would develop among' recruits if,

at the start of training, they were given a detailed schedule of the
things to be covered tl1,=¢aghout their training, or do you think that
the present system is better?

1L14

21. Do you think that recruitit with complaints should be permitted to go
directly to an officer, or should they be required to use the chain
of command?

Directly to an officer

Use chain of command 2

22. Which of the following best represents what recruits
feel would happen if they made a complaint against their drill
instructor? Do recruits feel that:

The drill in3tructot would be repri-
manded and nothing would happen to them. I
for complaining, or .

The drill instructor might be repri-
mandad but they would be harassed for 2
complaining, or
SNothing would happen to the drill
instructor but they would be harassed 3
for complaining?

Other (SPECIF)
DO NOT READ

- -0

II .. . .: .: -. .
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23. (HAND CARD R) hq r a recrtit bas had a ca , r counselinc*. intorview,

he may want rioi' Laforitation about opportun LIDS in the Marines.
Using this cbrc1, tell mc if you .IAtrongly, Slightly, or Do NotFavor
each suggestJon for providing a recruit with additional career
counseling.

Strongly Slightly Do Not
SUGGESTION!" - ....- Favor Favor Favor

1. Eoch drill irstructor should schedule
meetings with his recruits and tell 1 2 3
them what le'knows about opportunities

-'...in the fle:rt

2. One drill indtructor in each series
should be tr ined in career counseling 1 2., 3

- -_and the recr• its should meet with him

3. One officer - n each series should be
trained in c: reer counseling and 12 3
recruits she. Id meet with him

4. The xecruit" ihould be sent tothe career c. �unseling office for any 1
additional c unseling he require-

24. How much do yoe like being a drill instructor? Do you:

Like it very much 1

Like it somewhat. 2

Dislike it a little,Sor3
Dislike it very much? 4

25, Now I'd liki o ask you a few background questions for analysis
purposes? -,fh t is your present rank?

Serg.cant(E5 1

Staff Sergeant (E-6) 2

Cunnery Sergeant (E-7) 3

Master (1st) Sergeant. (E-8) 4

Sergeant 'Major (-.9)

26. What is yc-ui :-o?

YEARS

27. [low many ,a, rs have you boon in the hcarinew?

¥•hRS

S.... %••,Yr ,s



28. Have you had dry ( bat exporience? ( Appendix B(30)

YonI
No 2

29. Did you volunteer for drill instructor duty?

Yes 1

No 2

30. How long have you been a drill instruotor?

YEARS MONTHS

THANK RESPONDENT AND TERMINATE INTERVIEW.

,3

I ' _ _ _ _-__ _ _ _ _ _.....__ _ _-
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